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Abstract
Employee absenteeism costs organizations in the U.S. restaurant industry more than 15%
of profits each year. Some restaurant managers lack strategies to reduce employee
absenteeism. Using the expectancy theory, the purpose of this single case study was to
explore effective strategies that restaurant managers use to reduce employee absenteeism.
The target population was managers of a single restaurant, known for successfully
implemented strategies to reduce employee absenteeism, located in the BaltimoreWashington, DC, metropolitan area. Data collection included semistructured face-to-face
interviews with 3 managers and a review of company archival documents such as
memorandums, training documents, employee records, and employee performance
reviews. Data were analyzed using inductive coding of words and phrases from the
interviews and noted from the company archival documents. The findings revealed
themes that represented restaurant managers’ strategies for reducing employee
absenteeism including communication, consistent enforcement of management policies,
and a positive environment. Managers who used the strategies of communication,
consistent enforcement of management policies, and a positive work environment
reduced employee absenteeism, which might increase productivity and profitability in the
restaurant industry. The implication for positive social change is that restaurant managers
might reduce employee absenteeism through implementation of these effective strategies
and, in turn, encourage new or sustained employment opportunities, organizational
sustainability in the community, and sustained financial well-being of employees and
their families.
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Section 1: Foundation of the Study
Absenteeism is a common and costly problem for many businesses in the United
States (Johnson, Holley, Morgeson, LaBonar, & Stetzer, 2014). Lost productivity, sicktime wages and benefits, low performance, and low employee satisfaction increase the
organizational costs of absenteeism (Mahy, Rycx, & Volral, 2016; Sandal, Click,
Dowling, & Guzik, 2014). Employee absences place financial stress on the organization,
and they compound the problems of reduced productivity, overworked staff, and potential
loss of customers (Kocakulah, Kelley, Mitchell, & Ruggieri, 2016). Leaders of
organizations strive to minimize the cost of productivity while improving performance
(Lechmann & Schnabel, 2014), and the cost of productivity increases when employees
are absent from work, thus affecting organizational performance (Kocakulah et al., 2016).
Organizational sustainability is predicated on strong organizational performance
(Ljungholm, 2016). Most managers agree that employee motivation and performance are
critical to organizational sustainability (Onikoyi, Awolusi, & Ayodeji, 2015). Increased
employee productivity and performance, and the use of incentive strategies, might reduce
absenteeism and result in increased organizational profitability (Mahy et al., 2016). In
this qualitative single case study, I sought to understand the successful strategies that
restaurant managers have used to reduce employee absenteeism.
Background of the Problem
The overall cost of employee absenteeism is difficult to measure because of the
many factors that influence the behavior (Marzec, Scibelli, & Edington, 2015). The
average employee is absent from work 9 days each year (Kocakulah et al., 2016), with
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52% of those absences related to stress and personal needs rather than family or personal
illness (Mayfield & Mayfield, 2016). Incentive programs might motivate employees to
avoid absenteeism, but at a possible cost to the organization (Kocakula et al., 2016;
Mulvaney, 2014). Implementing an effective strategy to sustain employee involvement
and mitigate absenteeism is critical to organizational success, particularly in the
restaurant industry (Kocakulah et al., 2016; Mathe & Slevitch, 2013). Employee lost
productivity (Sandal et al., 2014), health issues (Gosselin, Lemyre, & Corneil, 2013),
workplace stress (Kocakulah et al., 2016), job dissatisfaction (Giorgi, Shoss, & LeonPerez, 2015), workplace bullying (Lee, Bernstein, Lee, & Nokes, 2014), and ineffective
leadership (Hassan, Wright, & Yukl, 2014) influence employee performance, motivation,
and absenteeism in the restaurant industry (Mathe & Slevitch, 2013). Examining the
causes, factors, and effects of absenteeism on organizational productivity and profitability
could help restaurant managers develop effective strategies to reduce employee
absenteeism.
Problem Statement
Workplace absenteeism contributes to reduced productivity and increased
financial costs to organizations (Magee, Caputi, & Lee, 2016). Each year in the United
States, businesses lose approximately $16,000 per employee (Lally, 2014) or an
estimated $46 billion due to absenteeism (Duff, Podolsky, Biron, & Chan, 2015). The
general business problem that I addressed in this study is that employee absenteeism
negatively affects productivity and profitability of organizations. The specific business
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problem that I addressed in this study is that some restaurant managers lack strategies to
reduce employee absenteeism.
Purpose Statement
The purpose of this qualitative descriptive single case study was to explore the
strategies that restaurant managers use to reduce employee absenteeism. The targeted
population consisted of restaurant managers from a restaurant in the BaltimoreWashington, DC, metropolitan area of the United States who have experienced employee
absenteeism and implemented successful strategies to reduce it. The implications for
positive social change resulting from this study include the potential to reduce employee
absenteeism and promote organizational profitability, which could improve the financial
stability of the community and local families through sustained employment and
enhanced community economic development.
Nature of the Study
I chose the qualitative research case study method for this study. A qualitative
research method is best for researchers who seek to use an inductive and natural approach
to study people in social situations, progression of a phenomenon in natural settings, and
world experiences (Yilmaz, 2013). The qualitative research method was most appropriate
for this study because it enabled me to determine how restaurant managers use
absenteeism reduction strategies to improve employee productivity to achieve
organizational profitability. Quantitative research methods would not have been suitable
to answer the research question. Quantitative methods are appropriate when the
researcher seeks to test predefined hypotheses (Starr, 2014) and generalize findings from
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a sample to a targeted population (O’Rourke, Duggleby, & Fraser, 2015). Another
option—mixed-method research—was not appropriate because mixed method studies
involve using qualitative and quantitative methods concurrently or sequentially to
develop an in-depth understanding of the phenomenon of interest (Venkatesh, Brown, &
Bala, 2013).
A variety of qualitative research designs exist (Yilmaz, 2013), including
phenomenology (Khattak, Ramzan, & Rehman, 2015), ethnography, and case study
(Guercini, 2014). Researchers use the phenomenological design to study the meanings of
participants’ shared lived experiences (Khattak et al., 2015). Because my intent was not
to study the participants’ shared lived experiences, the phenomenological design was not
appropriate for this study. Ethnography is an appropriate design for the study of group
cultures through time; researchers engaged in ethnographic studies immerse themselves
in the culture and collect participation, observational, and interview data (Blount, Jacob,
Weeks, & Jepson, 2015). Ethnography was not suitable for this study because I did not
intend to collect cultural data. Researchers apply case study design when their intent is to
understand the dynamics present in a particular setting (Sato, 2016; Turner & Danks,
2014) or explore a constrained system through collection and analysis of data reflecting
multiple types of information (Singh, 2014). Case study was the most appropriate design
to explore in-depth strategies that managers of a restaurant use successfully to reduce
absenteeism.
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Research Question
The central research question for this study was: What effective strategies do
restaurant managers use to reduce employee absenteeism?
Interview Questions
I used the following interview questions in this study:
1. As a restaurant manager, what role do you play in reducing employee
absenteeism?
2. Who else is involved in reducing employee absenteeism?
3. What strategies have you used to reduce absenteeism in your organization?
4. How did employees respond to those strategies?
5. What methods or techniques for implementing the strategies were most
effective in reducing absenteeism?
6. What are some of the benefits of implementing absenteeism reduction
strategies?
7. What barriers did you encounter in implementing the absenteeism strategies?
8. What steps did you take to address the barriers?
9. Which strategies were least effective in reducing employee absenteeism?
10. What other information regarding employee absenteeism would you like to
share that we have not addressed yet?
Theoretical or Conceptual Framework
Expectancy theory served as the conceptual framework for this study. Vroom
(1964) is credited with having developed the expectancy theory (Chen, Ellis, & Suresh,
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2016; Ghoddousi, Bahrami, Chileshe, & Hosseini, 2014). Researchers use expectancy
theory as a conceptual model of motivation to explain the choices people make as they
engage in behaviors to achieve positive outcomes and avoid behaviors associated with
unpleasant outcomes (Chen et al., 2016; Ghoddousi et al., 2014). Lazaroiu (2015)
identified the key tenets of expectancy theory as follows: (a) the significance of rewards
is considerably positive (valence), (b) the endeavor generates satisfactory performance
(expectancy), and (c) performance is recompensed (instrumentality). According to
Vroom’s theory, employees consciously choose a particular course of action based on
their beliefs, perceptions, and attitudes to enhance their performance and achieve results
that are important to them (Chen et al., 2016; Ghoddousi et al., 2014). Motivation is the
impetus to carry out a specific undertaking and assumes a positive valence will
accompany the individual’s performance (Lazaroiu, 2015). In this study, expectancy
theory served as the lens through which I explored participants’ perceptions and
experiences relative to employee absenteeism. Vroom’s expectancy theory aligned with
this study by providing a potential means for understanding the strategies that restaurant
managers use to reduce employee absenteeism.
Operational Definitions
Absenteeism: A situation resulting from an employee’s failure to report for or stay
at work as scheduled, regardless of the intended reason (Gangai, 2014).
Expectancy: An individual’s belief that increasing his or her effort can result in
high self-performance (Hsu, Shinnar, & Powell, 2014).
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Financial cost: The operational burden resulting from workplace lost
productivity, absenteeism, health insurance claims, overtime wages, and legal claims
(Magee et al., 2016).
Goal attainment: Organization managers’ commitment to influence employees to
have a high affective and continuance commitment to the organization through a
displayed positive attitude and a strong desire to come to work (Dasgupta, Suar, & Singh,
2013).
Instrumentality: The belief that an increase in an individual’s performance is
necessary to attain a specific goal or outcome (Hsu et al., 2014).
Organizational commitment: Organization managers’ ability to enhance
employees’ self-esteem through the application of employees’ improved job performance
and acceptance of organizational goals (Dasgupta et al., 2013).
Presenteeism: A condition represented by employees attending work when ill,
resulting in lost productivity for the organization (Miraglia & Johns, 2016).
Productivity: The relationship between inputs and outputs that reflects the
efficiency of employees’ outputs (Mousavifard, Kazemi, & Ayoubi, 2016).
Transactional: The leadership ability to appeal to employees’ self-interest through
establishing a clear relationship between the leader and the employee (Prasad & Junni,
2016).
Transformative: The leadership ability to enhance organizational innovation
through intellectual stimulation and encouraging openness among all members of the
organization (Prasad & Junni, 2016).
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Valence: The evaluation of individuals’ performance goals and outcomes (Hsu et
al., 2014).
Assumptions, Limitations, and Delimitations
Assumptions
Assumptions are truths believed to be factual that the researcher cannot
substantiate (Lips-Wiersma & Mills, 2014). For this study on employee absenteeism, I
made three assumptions. The first assumption was that restaurant managers who
participate in the study would provide honest responses to interview questions about the
strategies they use to reduce employee absenteeism. The second assumption was that the
participants would fully understand each interview question and relate their experiences
without personal bias. The final assumption was that the interview questions would
enable me to collect data that were useful for answering the research question.
Limitations
Limitations are potential weaknesses of the research study (Deb et al., 2016;
Henderson, 2016). One limitation was the small sample size. I interviewed only three
restaurant managers. Morse (2015) noted that having a small sample limits the research
findings. Another limitation was a potential for biased responses from the participants.
Participants may have limited recall or poor articulation (Baškarada, 2014), which may
limit the information collected from the interview. The final limitation was conducting a
case study on a single restaurant. The researcher should focus on the identified limitations
and the research problem of the study (Clement et al., 2015).
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Delimitations
Barros-Bailey and Saunders (2013) defined delimitations as the constraints or
scope of the research. There were three delimitations in this study. The first delimitation
was the use of Vroom’s (1964) expectancy theory as the conceptual framework. The
second delimitation was the use of open-ended interview questions and artifacts to collect
data. The final delimitation was the geographic location. Participants were recruited from
a single restaurant in the Baltimore-Washington, DC, metropolitan area of the United
States.
Significance of the Study
Contribution to Business Practice
The results of this study might provide information on the strategies that
managers have used successfully to reduce employee absenteeism in the restaurant
industry. Employee absenteeism increases organizational financial cost (Gosselin et al.,
2013; Lambert, Griffin, Hogan, & Kelley, 2014) and reduces employee productivity
(Gangai, 2014; Sandal et al., 2014). Absenteeism might have a long-term effect on
workplace productivity and contribute to increased financial costs for the organization
(Magee et al., 2016). Organizations lose an estimated $46 billion each year due to
absenteeism (Duff et al., 2015); reducing employee absenteeism could lead to improved
employee productivity and increased organizational profitability in the restaurant
industry. Kocakulah et al. (2016) concluded that managers need to integrate employee
absenteeism management into the organization to sustain productivity and profitability.
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Implications for Social Change
This study could offer implications for positive social change in terms of
improved understanding of effective strategies for reducing employee absenteeism and
promoting organizational profitability, the consequences of which could improve local
families’ financial stability through sustained employment within the community and
promote economic community development. A sustained community (Phillips & Stein,
2013) is a key factor in social change (Shove, 2010). At the community level, economic
development requires organizations to invest in attracting and promoting growth (Phillips
& Stein, 2013). These investments require organizations to be financially successful
(Phillips & Stein, 2013). To achieve financial success and allow for investment in the
community, organization managers should focus on performance and profitability of the
organization (Amah & Ahiauzu, 2013), which often calls for improved employee
performance (Sarfaraz, Jenab, & Bowker, 2015). Improved employee performance not
only benefits the organization, but also reduces financial strain on the family (Jolley,
Newman, Ziersch, & Baum, 2011), putting both the organization and the families of its
employees in a better position to contribute to economic development in the community.
A Review of the Professional and Academic Literature
The purpose of this qualitative descriptive single case study was to explore the
strategies restaurant managers use to reduce employee absenteeism. This literature review
was the foundation for the research exploring the strategies managers use in the
restaurant industry to reduce employee absenteeism. Factors that influence employee
absenteeism include workplace stress, job dissatisfaction, and leadership. Understanding
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the strategies managers use to counteract or mitigate these factors might help
organization stakeholders to improve organizational productivity and profitability.
Applying effective strategies to reduce employee absenteeism enables business leaders to
sustain profitability by avoiding costs associated with lost productivity, overtime pay, or
the hiring of temporary employees to replace absent employees (Frick, Goetzen, &
Simmons, 2013; Kocakulah et al., 2016).
This review of literature is organized and presented according to themes. These
themes include expectancy theory and other theories of motivation, employee
absenteeism, factors known to contribute to absenteeism, the effects of absenteeism on
organizational performance, and the strategies used to reduce employee absenteeism. To
prepare this literature review, I compared the various points of view on and connections
between previous research and findings.
My search for literature on the topic of employee absenteeism involved
conducting inquiries using numerous databases for scholarly, peer-reviewed articles,
books, publications relevant to the research topic, industry reports and articles, and
government data reports. Keywords and key phrases used in these searches included
employee absenteeism, workplace stress, employee absenteeism strategies, employee
absenteeism in the restaurant industry, health-related absenteeism, job dissatisfaction,
leadership, workplace bullying and absenteeism, expectancy theory, and theories of
motivation. Databases that I searched included the Walden University Library, Academic
Search Complete, Business Source Premier, Business Source Complete, Sage Journal,
Emerald Insight, ABI/INFORM Collection, Google Scholar, industry websites, and
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government websites and databases. I applied filters to limit the results to articles or other
sources published within the past 5 years (2013–2017) and verified, using the Ulrich’s
Periodicals Directory, whether the publication was peer reviewed. This review of
literature includes 164 references, of which 141 (85.9%) were published within the past 5
years, and 136 (96.4%) were peer-reviewed references.
Expectancy Theory
Vroom (1964) developed the expectancy theory in 1946 (Chen et al., 2016;
Ghoddousi et al., 2014). The theory represents a conceptual model of motivation. In
essence, the theory is an explanation of people’s choices to engage in behaviors that have
positive outcomes and to avoid behaviors that have unpleasant outcomes (Chen et al.,
2016; Paull & Geneste, 2014). Vroom identified three tenets of expectancy theory: (a) the
valence or significance of rewards will be considerably positive, (b) expectancy or
endeavor will generate satisfactory performance, and (c) instrumentality or performance
will be recompensed (Dey, 2015; Lazaroiu, 2015). Employees’ activities and past
performance could shed light on employees’ beliefs of how well they can respond to a
certain action (Schaarschmidt, 2016). Vroom posited that employees consciously choose
a particular course of action based on their beliefs, perceptions, and attitudes to enhance
performance and to achieve outcomes that are important to them (Chen et al., 2016; Paull
& Geneste, 2014). From Vroom’s perspective, the tenets of valence, expectancy, and
instrumentality are key in determining how employees’ motivation can result in a change
in behavior, leading them to make better choices.
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Employees believe that increased efforts in performance can lead to valued
rewards and employee behavioral change (Vroom, 1964). Lazaroiu’s (2015) study
revealed employees decided on a particular action that drove them to carry out a specific
undertaking, based on the assumption that a positive valence accompanies their
individual performance. The employees in Lazariou’s study were motivated to change
their behaviors when under the assumption that these efforts reflected the goal of
satisfactory performance (Ljungholm, 2015a, 2015b). Employees motivated to engage in
undertakings that lead to positive outcomes could also serve as encouragements to avoid
behaviors that lead to negative outcomes (Hayibor & Collins, 2016). Lazaroiu concluded
that an employee’s satisfactory performance could also lead to other desired outcomes
and motivate other employees’ actions. Although Lazaroiu suggested that employees’
actions to improve their performance through motivational influences were individual
efforts, the effectiveness of leadership and leaders’ ability to connect with employees to
advance employee performance were directly affected by work incentives.
Organization leaders and their employees have different notions about work
performance and expected outcomes. According to Vroom’s (1964) expectancy theory,
employees’ motivations improve when their actions result in rewards from leadership.
Vroom believed that the more effort leaders make to increase their knowledge of
employees’ needs and expected rewards, the better leaders can motivate and influence
employee performance and outcomes. Vroom recommended that leaders should learn
their employees’ needs and desires to know how best to motivate employees to meet
leaders’ expected performance outcomes.
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Employees must trust that their leaders understand the association between
employee motivation and performance, and how to modify and to influence employee
behavior (Pouramini & Fayyazi, 2015). Chang, Hsu, and Wu (2015) applied expectancy
theory to examine how rewards inspired managers to make good decisions about the
environment to motivate their employees. Based on results of a survey administered to
271 managers, Chang et al. found that, measured against expectancy theory, managers
used motivational factors that engaged individual behaviors that led to a desired reward,
resulting in employees’ increased positive motivational behaviors toward managers.
Positive change in managers’ behavior increased employees’ confidence in the managers’
knowledge of workplace motivations, leading to employees’ higher levels of performance
(Chang et al., 2015).
Leaders can succeed in motivating employees when they understand that
employees react better to influence than to command (Bandow & Self, 2016; Van
Dierendonck & Driehuizen; 2015). Isaac, Zerbe, and Pitt (2001) applied expectancy
theory to measure leader insights and interactions to motivate employees through efforts,
performance, and outcomes. They found that leaders who can motivate and inspire high
levels of performance through the use of creative interactions without issuing commands
to employees have a better understanding of employees’ needs and desires (Isaac et al.,
2001). Isaac et al. concluded employees’ motivation to change their behavior is measured
by leaders’ honesty, perception of fairness, and behavioral consistency. Bandow and Self
(2016) expanded on Isaac et al.’s study and suggested that leaders’ knowledge and
capabilities are critical to influencing a motivational change in employee behavior. They
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concurred with Isaac et al. in finding that leaders and employees must have a clear
understanding of performance, expected outcomes, and rewards (Bandow & Self, 2016).
Based on the principles of expectancy theory, until and unless leaders invest the time and
effort to motivate employees, absenteeism will continue to increase and performance will
continue to decrease.
Although expectancy theory is one of the most widely used theories for measuring
employee motivation, some researchers have identified limitations (Asaju & Yarie, 2017;
Honkaniemi, Lehtonen, & Hasu, 2015). For example, Lawler (1971) asserted that
rewards made by the employer, such as a promotion or a financial bonus, might be
enough to increase employees’ productivity, but not if the employees’ immediate needs
lack motivation. A promotion offers an employee a higher status in the organization, but
the higher status requires the employee to adjust his or her schedule to work longer hours
or weekends, making the promotion a possible deterrent to an employee who values
work-life balance (Honkaniemi et al., 2015).
Expectancy theory does not address motivation from the employer’s perspective
(Parijat & Bagga, 2014). Managers might have difficulty determining how best to
motivate an employee to perform an additional task, even if the additional task comes
with a reward (Parijat & Bagga, 2014). Each employee might require a different
motivation, and managers must determine how to motivate each employee (Parijat &
Bagga, 2014). Other researchers criticized expectancy theory for lacking explicitness
between actions and outcomes to motivate the employees and the different expectancies
of each action and outcome (Ghoddousi et al., 2014). Despite these criticisms, expectancy
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theory is still widely used to measure employee absenteeism. In the following section, I
present a review of the literature on supporting and opposing theories of motivation.
Supporting and Opposing Theories of Motivation
Researchers have used multiple theories to explore motivation to change
employee behavior to reduce absenteeism. To understand absenteeism and employee
motivation, I conducted a review of the most commonly used theories of employee
motivation to change employee behavior. This section includes information on two-factor
theory; existence, relatedness, and growth (ERG) theory; and hierarchy of needs theory.
Two-factor theory. Herzberg’s (1966) two-factor theory consists of two
psychological dimensions of satisfaction and dissatisfaction (Chen, Lu, Gupta, & Xiaolin,
2014). The two-factor theory describes two types of factors: motivating factors and
hygiene factors. Motivational factors represent satisfaction, and hygiene factors represent
dissatisfaction. These two types of factors influence employee commitment to the
organization (Bhatti, Aslam, Hassan, & Sulaiman, 2016). The motivational factors of
achievement, advancement, responsibility, and recognition are intrinsic, whereas the
hygiene factors, which include job security, working conditions, salary, and supervision,
are extrinsic (Chen et al., 2014). Regarding work, intrinsic factors relate to psychological
growth and development or job satisfaction, whereas extrinsic factors relate to the
conditions of work or job dissatisfaction (Kalhoro, Jhatial, & Khokhar, 2017; Sdrali,
Goussia-Rizou, Giannouli, & Makris, 2016). Both intrinsic and extrinsic factors
contribute to employees’ overall job satisfaction or job dissatisfaction (Liu, 2016).
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According to two-factor theory, employees become motivated when the motivational
factors meet their needs, resulting in their increased productivity (Lo, Lin, & Hsu, 2016).
Thibodeaux, Labat, Lee, and Labat (2015) used two-factor theory to explore the
influence of leadership behavior on employees’ job satisfaction. Based on a survey of 212
employees, the results suggested that employees are intrinsically motivated by challenges
when the relationship between job satisfaction and supportive leadership enable
employees to achieve success (Thibodeaux et al., 2015). Dasgupta, Suar, and Singh
(2014) posited that employees consider emotional comfort as an intrinsic factor leading to
job satisfaction; in other words, employee performance is the result of added intrinsic
value and instilled rewards.
Thibodeaux et al. (2015) surveyed 212 employees and found workers were
motivated by challenges in environments that included a relationship between job
satisfaction and supportive leadership, which resulted in employees achieving success.
Dasgupta et al. (2014) posited employees consider emotional comfort as an intrinsic
factor of job satisfaction, and that employee performance translated to intrinsic value and
instilled rewards leading to employee job satisfaction. Leaders in tune with employees’
job satisfaction factors can minimize discontent and create an environment in which
employees are at their happiest, thus improving performance (Dasgupta et al., 2014). The
intrinsic factors associated with employees’ behavioral changes traced to leadership
motivating employees to change, resulting in positive job satisfaction and reduction of
employee absenteeism (Dasgupta et al., 2014; Thibodeaux et al., 2015).
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In a study that involved applying two-factor theory to measure intrinsic and
extrinsic motivations that influence job satisfaction, Okan and Akyüz (2015)
hypothesized that extrinsic motivation spurred job satisfaction and influenced employee
motivation. Okan and Akyüz reported a significant and positive correlation between
intrinsic and extrinsic motivations and job satisfaction. Researchers have also suggested
that both intrinsic motivation and extrinsic motivation are predictors of job satisfaction
(Jarkas, Radosavljevic, & Wuyi, 2014; Okan & Akyüz, 2015).
ERG theory. Alderfer’s (1969) ERG theory focuses on the three levels of human
needs that influence employee behavior: existence, relatedness, and growth. The
existence need is a physiological and safety need that is met through the employee’s
interpretation of his or her working conditions and earnings, as well as personal needs
such as food and water (Alderfer, 1969; Cady, Shoup, & Hennig, 2015). The relatedness
need is the employee’s need for maintaining meaningful, social workplace relationships
(Alderfer, 1969; Ibrahim, 2017). The growth need reflects the employee’s internal selfesteem needs through workplace growth opportunities and developments (Alderfer, 1969;
Ibrahim, 2017). According to this theory, employees strive for self-realization and growth
to fulfill work obligations (Ibrahim, 2017). Furthermore, employees whose growth and
motivational needs are not met become frustrated, which could result in employees
regressing to lower levels of needs (Alderfer, 1969).
Osabiya (2015) applied ERG theory to measure employee motivation factors
relative to performance and productivity. Findings indicated unsatisfied employees
produce undesirable results that affect their job performance and work behavior (Osabiya,
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2015). Unsatisfied employees tend to demonstrate motivational withdrawal, which affects
their work habits and health, resulting in increased absenteeism. Osabiya distinguished
between employees who are motivated to perform their job duties and employees who are
not motivated. Of note is that employee motivation changed when employees had a sense
of belonging to the organization, which increased their performance and productivity
(Osabiya, 2015).
Valaei and Rezaei (2016) applied ERG theory to examine the relationship
between job satisfaction and organizational commitment of employees and found a
positive relationship between operating procedures and organizational commitment.
Employee job satisfaction associated with changes in the employer’s behavior can have a
direct effect on organizational commitment, absenteeism, and retention (Valaei & Rezaei,
2016). This finding suggests that job satisfaction is connected with contingent rewards,
fringe benefits, and the nature of employees’ work. Job satisfaction can also reduce
employee turnover, absenteeism, workplace stress, and can increase job performance
(Valaei & Rezaei, 2016). Other researchers found that strategies managers used to
address employee behaviors and motivational factors could foster a sustainable workforce
with increased performance and reduced turnover and stress (Tung, Chen, & Schuckert,
2017) to improve absenteeism. Managers must understand that employees have multiple
needs, all of which must be met simultaneously; focusing on one need at a time will not
motivate employees effectively to reduce absenteeism (Guillén, Ferrero, & Hoffman,
2015).
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Hierarchy of needs. Maslow’s (1943a) hierarchy of needs theory focuses on the
various components of job satisfaction. These components represent employees’ basic
needs for job satisfaction and include physiological, safety, social, esteem, and selfactualization needs. Maslow posited that employee growth and development needs must
be satisfied first. Employees often have different ideas of their needs regarding growth
and do not display physiological responses to having these needs met for job satisfaction
(Kaur, 2013). Kaur (2013) suggested there was a need for research involving multiple
organizations to identify the motivational level of each employee and to determine that
each level of job satisfaction must be met before the next level can be met.
Bourne, Pavlov, Franco-Santos, Lucianetti, and Mura (2013) applied hierarchy of
needs theory as a measurement of employees’ physiological needs to attain the top level
of self-actualization. Bourne et al. (2013) and Jarkas et al. (2014) suggested that the
leadership of the organization must understand and address employees’ needs in a
particular sequence. The appropriate sequence for addressing employees’ needs,
according to Bourne et al., is physiological needs, followed by safety needs. The
additional factors of self-esteem and self-love (Maslow, 1943a, 1943b) must also be
taken into account. According to Bourne et al., some individuals need more self-esteem
than self-love. Some employees might work to satisfy individual needs rather than
physiological needs and might neglect secondary or tertiary needs (Boyd, 2014). Even
before employees respond to the incentive to meet their non-essential needs, the
psychological, safety, love, belonging, self-esteem, and self-actualization needs must be
met (Barrick, Thurgood, Smith, & Courtright, 2015).
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The theories developed by Vroom (1964), Herzberg (1966), and Alderfer (1969)
provide a foundation of motivational factors for consideration in the development of
employee motivation. Vroom’s expectancy theory focuses on the premise that individual
motivations can affect the anticipated outcome of employees’ actions, whereas
Herzberg’s two-factor theory focuses on motivating factors and hygiene factors (Bhatti et
al., 2016), and Alderfer’s ERG theory categorizes the needs that influence human
behavior. Application of Vroom’s expectancy theory was instrumental in identifying the
influence of workplace on employee behavior, which affected the employee’s decision to
be absent from work (Duff et al., 2015).
Both Vroom’s (1964) expectancy theory and Maslow’s (1943a) hierarchy of
needs theory focus on employers understanding employees’ basic needs to promote
employee motivation. Despite these similarities, there are differences between the two
theories. Vroom’s expectancy theory mainly focuses on the outcomes of human behavior,
whereas Maslow’s hierarchy of needs theory focuses on employee needs and how to meet
these identified needs. Maslow concentrated on employee needs and the fulfillment of
those needs, but Maslow did not report the outcomes of those needs actuality fulfilled.
Vroom explained that the motivation directed at the outcomes of employee motivation
relates to expected rewards from the outcomes. As such, an employee’s expected rewards
could motivate him or her to make good work-related decisions (Chang et al., 2015). In
the following section, I present a review of the literature on employee absenteeism in the
restaurant/food service industry and other industries.
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Employee Absenteeism
Employee absenteeism is a problem for many businesses concerned with
performance and productivity (Magee et al., 2016; Silpa & Masthanamma, 2015).
Absenteeism is the failure of an employee to report for or stay at work as scheduled,
regardless of the reason (Gangai, 2014). Most of the literature on employee absenteeism
published in recent years involved examinations of the effect of absenteeism on
organizational performance (Alexander & Wang, 2015), lost productivity (Sandal et al.,
2014), health issues (Gosselin et al., 2013), workplace stress (Kocakulah et al., 2016), job
dissatisfaction (Giorgi et al., 2015), workplace bullying (Lee et al., 2014), and leadership
(Hassan et al., 2014). The cost of the absent employee contributes to financial stress on
the organization as well as reduced productivity, overworked staff, and potential loss of
customers (Kocakulah et al., 2016).
A universal theme in the current literature was that reducing employee
absenteeism is challenging because a variety of factors affect employee absenteeism. As
such, there is a need for continued research on the factors and patterns of employee
absenteeism and the behaviors associated with employees’ decisions to be absent from
work (Krpalek, Meredith, & Ziviani, 2014; Wang & Reid, 2015). The crux of the
problem is that leaders of organizations are not prepared to manage employee
absenteeism (Ford, 2014). Regardless of whether the problem begins with managers’
preparedness or employees’ behavior, employee absenteeism continues to affect the
productivity and profitability of organizations (Diestel, Wegge, & Schmidt, 2014;
Onikoyi et al., 2015). The ability of the organization to succeed by sustaining profitability
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and containing costs depends on leadership to implement strategies to reduce employee
absenteeism (Kocakulah et al., 2016).
Absenteeism disrupts workflow and increases costs for organizations in the
restaurant/food service industry (Cucchiella, Gastaldi, & Ranieri, 2014; Frost, 2016).
Profits decrease when leaders of the organization must hire temporary workers or pay
current employees overtime to cover for the duties of absent employees (Frick et al.,
2013; Ramadhan & Santoso, 2015). Frost (2016) posited that some reasons for employee
absenteeism, such as health issues and injuries, are out of the control of the employer to
some degree, but some employees will take advantage of leave policies. These general
statements regarding absenteeism apply to virtually all industries. The restaurant/food
service industry has particular concerns with absenteeism.
Employee absenteeism in the restaurant/food service industry. According to
the National Restaurant Association (n.d.), leaders in the food service industry projected
gross sales in 2017 to reach $798.7 billion. In this same year, the food service industry
was projected to employ 14.7 million people, which makes the food service industry the
second largest employer in the United States, with 1 in 10 people working in the industry
(National Restaurant Association, n.d.). By 2027, the restaurant/food service industry is
projected to employ 1.6 million more workers, bringing the total employment for this
industry to 16.3 million (Feerasta, 2017; National Restaurant Association, n.d).
The problem of employee absenteeism affects not only the employing company,
but also the general public because employee absenteeism has an adverse effect on profits
and might reduce services offered to the customer (Han, Trinkoff, & Gurses, 2015; Mathe
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& Slevitch, 2013; Worsfold, Fisher, McPhail, Francis, & Thomas, 2016). From the
perspective of the employer, employee absenteeism negatively affects organizational
productivity regarding payroll costs, which include planned and unplanned absences,
extended absences, reduced coworker productivity, and supervisory productive time
(Miraglia & Johns, 2016). On average, the cost of employee absenteeism exceeds 15% of
company profits due to lost productivity, overtime pay, and costs incurred for staff
replacement (Kocakulah et al., 2016). Employee absenteeism, whether excused or
unexcused, undermines organizational productivity and profits. By reducing employee
absenteeism, management in the restaurant/food service industry can focus on growth and
profit maximization of the organization.
Employee absenteeism in other industries. Managing employee absenteeism is
an important component of leaders’ responsibility to the organization, along with
sustaining business profitability and remaining competitive in the global market
(Bhuvanaiah & Raya, 2014). Leaders of organizations continue to value the need to
reduce productivity costs while improving organizational performance (Lechmann &
Schnabel, 2014). Organizational performance relies on employee performance
(Alrawabdeh, 2014; Boyar, Wagner, Petzinger, & McKinley, 2016). Most managers
agree that employee motivation, satisfaction, and overall performance are critical to
organizational sustainability (Onikoyi et al., 2015). A number of factors are known to
affect employee absenteeism, including voluntary turnover (Pizam & Thornburg, 2000),
human resource managers’ management of absence practices (Hopkins, Dawson, &
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Veliziotis, 2016), stress and medical conditions (Marzec et al., 2015), and employees’
behaviors influencing absenteeism (Magee et al., 2015).
Pizam and Thornburg (2000) examined the influences of employee absenteeism
and voluntary employee turnover on organizational costs. They collected data from 62
human resource managers employed by hotels in central Florida and found that scheduled
or unscheduled employee absenteeism and voluntary turnover influenced both the direct
and indirect costs of an organization (Pizam & Thornburg, 2000). Hopkins et al. (2016)
examined human resource practices regarding absenteeism management of migrant
agency workers. Pizam and Thornburg collected data from agency workers in the food
industry in the United Kingdom and found that human resource department practices
concerning the management of migrant agency worker absenteeism varied from one
location to another (Hopkins et al., 2016). Human resource management practices that
involve tracking and identification of patterns of employee absenteeism can provide
valuable information to leaders of an organization and serve as the foundation for the
development of practices that reduce employee absenteeism rates.
Managing and identifying the factors that influence employee absenteeism is
important for organizations to remain competitive and productive. Marzec et al. (2015)
investigated the effect of stress and medical conditions on employee absenteeism. They
collected data on 3,711 employees of a utility company through a 2-year period to
identify the effect of stress on absenteeism (Marzec et al., 2015). Findings of Marzec et
al.’s study, the objective of which was to report on stress, absenteeism, and the
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implications of decreasing and managing absenteeism on the organization, suggested that
medical conditions and stress are determinants of increased employee absenteeism.
Absenteeism is not just a concern of companies in the utility industry. Belita,
Mbindyo, and English (2013) sought to understand the factors influencing absenteeism
among health care workers in low-income countries such as Bangladesh, Costa Rica,
Kenya, and Nigeria. They reviewed 107 studies on absenteeism published between 1982
and 2012 and reported that the factors influencing absenteeism among health care
workers could be categorized as either planned or unplanned and voluntary or involuntary
(Belita et al., 2013). Belita et al. also found three subcategories that further influenced
health care workers’ absenteeism: workplace workload, workplace conditions, and
personal and organizational cultural factors. Magee et al. (2015) sought to understand the
behaviors that influence employee absenteeism in Australia. Magee et al. examined 2,481
full-time employees across a 5-year period and reported on the different behaviors of
absenteeism and the factors influencing changes in absenteeism. Magee et al. found that
patterns of employee absenteeism through a short 2- to 3-day period of absenteeism each
year, as well as longer 11- to 13-day periods of absenteeism each year, are consistent
with the different behaviors and factors influencing employee absenteeism. Although
these studies focused on different industries and different countries, the findings were
similar: employee absenteeism is disruptive to organizations, and leaders of organizations
must address employee absenteeism to reduce loss of productivity and increase
profitability (Belita et al., 2013; Magee et al., 2015; Marzec et al., 2015).
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Factors Contributing to Absenteeism
For leaders of many organizations, the various factors that influence employee
absenteeism in the organization are difficult to measure or rectify (Kocakulah et al.,
2016). The main factors leading to employee absenteeism that have been identified to
date include workplace stress (Amudha & Badrinath, 2014; Kocakulah et al., 2016), job
dissatisfaction (Giorgi et al., 2015), workplace bullying (Lee et al., 2014), and leadership
(Hassan et al., 2014). An average employee is absent from work 9 days each year, with
only 35% of employee absences used for personal illnesses (Kocakulah et al., 2016).
According to Mayfield and Mayfield (2016), 52% of the average 2-day absence episodes
related to stress and personal needs, and not family or personal illness. Frequently absent
employees also demonstrated reduced performance and were more likely to be absent
from work in the future (Duff et al., 2015). Recurrently absent employees can also lead to
a change in organizational dynamics and increase issues, such as reduced employee
morale and hostility (Nowrouzi et al., 2015).
Workplace stress. Workplace stress is a widespread and costly problem for
organizations (Vij, 2014). In the United States, workplace stress is reported to cost
organizations an estimated $200 billion annually (George & Zakkariya, 2015; Newton &
Teo, 2014). Workplace stress is a physical and emotional response that influences
employee performance (Vij, 2014). Vij (2014) noted that one quarter of employees report
perceiving their jobs as a major factor of stress. Newton and Teo (2014) identified the
factors associated with workplace stress as work environment, leadership support,
organizational commitment, work autonomy, and turnover. Stress often leads to a change
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in employee attitudes toward organizational commitment and behavior, resulting in
increased absenteeism and poor job performance (Newton & Teo, 2014). George and
Zakkariya (2015) reported six primary factors of work-related stress: organizational roles,
career development, work relationships, organizational factors, home and work
interference, and intrinsic factors. Results of Vij’s (2014) study suggest that workplace
stress influences employee attitudes and behavior and ultimately results in employee
absenteeism. George and Zakkariya (2015) and Newton and Teo (2014) noted that
absenteeism is a consequence of stress.
Marzec et al. (2014) found that increased stress causes absenteeism rates to
increase and overall productivity to decrease. Stress can be a determinant of employee
absenteeism, which can negatively influence productivity (Marzec et al., 2014).
Employers can play a large role in reducing workplace stress and reducing employee
absenteeism (Marzec et al., 2014): stress accounts for 12% of all company absenteeism
each year (Kocakulah et al., 2016). According to Health and Safety Executive (as cited in
Kocakulah et al., 2016), employees take 6.5 million days of time off each year as a result
of stress alone. On average, one in five individuals is absent due to high levels of workrelated stress (Kocakulah et al., 2016). Marzec et al. reported that 58% of employee
absenteeism is attributable to some form of work-related stress.
In a study conducted on behalf of the U.S. Census Bureau (as cited in Kocakulah
et al., 2016), the average employee commutes an average of 100 hours per year to and
from work. Kocakulah et al. (2016) posited employee commutes might contribute to
employee absenteeism because the commutes could lead to increased stress on an already
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distressed employee. The stress of the absentee employee, shared by his or her coworkers
who bear the burden of having to “cover” for the absent employee, can result in future
absences of the absentee employee due to increased stress. Both Marzec et al. and
Kocakulah et al. (2016) indicated that workplace stress contributes to employee
absenteeism and suggested that employers should review the factors related to employee
stress and consider implementing strategies to reduce workplace stress.
Occupational stress leads to increased employee burnout, turnover, and
absenteeism (Babatunde, 2013; Genly, 2016). Occupational stress factors such as poor
employee performance, health problems, and work-life conflict can increase employee
absenteeism (Babatunde, 2013). Babatunde (2013) examined the challenges of
occupational stress and absenteeism relative to occupational outcomes. Based on results
of the study, Babatunde (2013) asserted that managers must understand the importance of
organizational involvement and implement effective interventions to reduce occupational
stress and the factors associated with it, which would both reduce occupational stress and
increase productivity.
Chakraborty and Subramanya (2013) examined the association between
occupational stress and stress-induced absenteeism linked to social and clinical factors.
Using the process model of absenteeism as the platform, they posited that absenteeism
frequency was high among the employees who frequently changed jobs due to stress at a
former job. Results of Chakraborty and Subramanya’s study suggest that occupational
stress is one of the barriers to employee attendance, and knowing the factors associated
with absenteeism might be helpful for reducing occupational stress. As employee
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workloads and responsibilities increase, occupational stress could result in increased
employee absenteeism, affecting both employee productivity and company profitability.
Job dissatisfaction. Job dissatisfaction is an undesirable phenomenon affecting
many organizations (Nantsupawat et al., 2017; Sekine, Tatsuse, Cable, Chandola, &
Marmot, 2014). Job dissatisfaction has consistently found to have a negative effect on
employee health, turnover, and increased employee work avoidance (D’Angelo et al.,
2016; Mucci, Giorgi, Roncaioli, Perez, & Arcangeli, 2016). Giorgi et al. (2015) found
employees displayed psychological effects of job dissatisfaction, which the researchers
attributed to poor content and potential for future growth in the organization. Giorgi et al.
reported employees who are not satisfied with performing their duties display uncertainty
about future employment, demonstrate stress in the workplace, and exhibit increased
absenteeism from work. They suggested that job dissatisfaction is often difficult for
employees to personally control, leading to increased stress and reduced productivity
(Giorgi et al., 2015).
Lumadi (2014) reported factors that influence employee job dissatisfaction
include lack of job security, access to employee training, and job responsibility. Qian,
Song, and Wang (2017) asserted that employee dissatisfaction is related to leadership
intimidation. They suggested that employees who are dissatisfied with their job
responsibilities often avoid the workplace to remove themselves from abusive
supervisors, which is also a factor for increased employee absenteeism or work avoidance
(Qian et al., 2017). Abusive supervision plays a key role in employee interpretations of
jobs, often leading to job dissatisfaction (Qian et al., 2017; Whitman, Halbesleben, &
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Holmes, 2014). Workplace stress is also a factor in increased employee absenteeism
(Giorgi et al., 2015; Qian et al., 2017).
Azizi, Liang, and Zolfaghari (2013) explored methods for predicting human
boredom concerning job dissatisfaction, absenteeism, and performance. They suggested
there is a correlation between absenteeism, reduced performance, job dissatisfaction, and
human boredom (Azizi et al., 2013). In particular, Azizi et al. found that boredom in the
workplace was the key contributor to employee absenteeism, job dissatisfaction, and low
performance. Managers who recognize the key contributors to employee boredom can
take preventive measures to reduce absenteeism and increase job performance and
satisfaction. Implementation of measures to combat employee boredom could increase
organizational productivity (Azizi et al., 2013).
Similar to Azizi et al. (2013), Banerjee and Mehta (2016) explored the
contributing factors of job stress and the effects of these factors on job performance, job
dissatisfaction, and job avoidance. They noted factors contributing to job stress
exacerbate poor job performance, absenteeism, and job dissatisfaction, leading to lateness
to work and low productivity (Banerjee & Mehta, 2016). To collect data, Banerjee and
Mehta administered questionnaires to 110 faculty and found that stress led to job
avoidance and job dissatisfaction, which decreased overall performance and increased
absenteeism. Further, Banerjee and Mehta found that the contributing factors led to job
avoidance and poor interpersonal relationships in the school, which led to job
dissatisfaction. Both Azizi et al. and Banerjee and Mehta indicated that the contributing
factors of human boredom and job stress influenced performance, productivity, and
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dissatisfaction, which affected employee absenteeism. In addition to human boredom and
job stress, leadership—especially poor leadership—can be a factor in employee
absenteeism.
Leadership. The leadership of an organization has been reported to be a major
cause of employee behavior changes in the workplace (Lindblom, Kajalo, & Mitronen,
2015; Yao, Fan, Guo, & Li, 2014). Hassan et al. (2014) suggested that increased
workplace stress traced to leadership could trigger negative employee behavior. They
found that workplace stress influenced employee behavior, which was a result of the style
of leadership favored in the organization (Hassan et al., 2014). Employee behavioral
changes such as turnover, interpersonal conflict, and absenteeism are common issues
influencing employee performance that harm the success of an organization (Hassan et
al., 2014). The various styles of leadership (transactional or transformative) can influence
behavioral changes in employees (Hassan et al., 2014; Prasad & Junni, 2016).
Henle and Gross (2014) found that abusive management reduced employee
performance and increased employee turnover and absenteeism. At least 1.4 million
employees report having experienced management abuse on a regular basis, and that this
experience led to behavioral changes in employees, costing organizations $24 billion
annually in employee absenteeism (Henle & Gross, 2014). Without adequate and
effective intervention to reduce abusive management styles in the organization, employee
morale and psychological anxiety continue to increase, resulting in higher absenteeism
and lower productivity (Henle & Gross, 2014). Both Hassan et al. (2014) and Henle and
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Gross (2014) found associations between the leadership style of ineffectively managing
employee behavior and employee absenteeism.
Elshout, Scherp, and van der Feltz-Cornelis (2013) explored the relationship
between leadership styles and employee absenteeism and satisfaction. Employees who
are less satisfied with a leadership style that involves communicating absenteeism
protocols have higher levels of absenteeism (Elshout et al., 2013). Elshout et al. asserted
that leadership style was a moderating factor of absenteeism. Different leadership styles
(transformative or transactional) have a strong influence on the affect of employee
absenteeism levels in organizations (Elshout et al., 2013). Leadership styles vary, but
leaders with a clear understanding of their leadership style can effectively influence
employees to improve job satisfaction, which ultimately can reduce absenteeism
(McGuire et al., 2015). Effective leaders who support their employees report fewer
employee absences than those leaders who are less effective at supporting their
employees (Fiaz, Su, Ikram, & Saqib, 2017). Dasgupta et al. (2014) suggested that
unsupportive or dominating leadership styles lead to increased employee absenteeism and
resignation due to burnout. Yao et al. (2014) noted that leaders who adjust their style of
interacting with employees can enhance employee involvement, job satisfaction, and
decrease absenteeism. Employees who experience improved job satisfaction exhibit
lower absenteeism and make informed decisions about the leadership of the organization
(Bagul, 2014).
Workplace bullying. Workplace bullying affects organizational performance by
leading to reduced employee productivity, excessive absenteeism, and increased
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employee turnover (Magee, Gordon, Robinson, Caputi, & Oades, 2017; Olive &
Cangemi, 2015;). In the United States, workplace bullying costs organizations over $5
billion annually in health care expenses, absenteeism, and stress-induced unproductivity
(Richardson, Joiner, & Hall, 2016). Leaders of organizations are largely unprepared to
address the effect of workplace bullying on the low organizational commitment of
employees with poor motivation to complete normal work tasks (McDaniel, Ngala, &
Leonard, 2014). In examining workplace bullying, Kakumba, Wamala, and Wanyama
(2014) found that workplace bullying leads to increased employee absenteeism, reduced
productivity, and increased employee turnover.
Lee et al. (2014) investigated bullying in the workplace and its physical,
psychological, and occupational effects on employee behavior and outcomes. They found
workplace bullying has physical, psychological, and occupational effects that contribute
to decreased productivity and increased absenteeism in employees who feel unsafe in the
working environment. According to Lee et al., bullying in the workplace is often a
repeated action, resulting in employees perceiving inactive leaders of the organization in
a negative light. When leaders of the organization are prepared to address workplace
bullying and its effect on the financial welfare of the organization by demonstrating
commitment and support to protect the employees, performance increases and
absenteeism decreases (Lee at al., 2014).
Similar to Lee et al. (2014), Richardson et al. (2016) found workplace bullying is
a contributing factor to low employee performance. Individuals who experience bullying
in the work environment have negative perceptions of organization leaders’ ability to
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reduce bullying (Richardson et al., 2016). Employers must recognize workplace bullying
as a serious problem that can be detrimental to the work atmosphere (Richardson et al.,
2016). Overall, low performance due to lost motivation contributes to increased
employee absenteeism, resulting from leaders of the organization failing to address
workplace bullying (McDaniel et al., 2014). Both Lee et al. and Richardson et al. asserted
that workplace bullying increases employee absenteeism and reduces productivity.
Offering employees an effective means to report workplace bullying and providing
organizational support might mitigate the damaging effects of employee absenteeism and
improve productivity.
Devonish (2014) studied the relationship between workplace bullying and
employee job demands, health and physical problems (such as exhaustion and chronic
disease), and absenteeism. From a survey of 262 employees on the factors leading to
depression, health issues, and uncertified absenteeism, Devonish found workplace
bullying exacerbates employees’ physical and mental performance, health issues, and
absenteeism. Further, workplace bullying creates a work environment and organizational
culture that undermines employee health (Devonish, 2014). Organization managers must
carefully assess workplace norms, company culture, and behavior contributing to
bullying and establish preventive measures to discourage such behaviors (Carroll &
Lauzier, 2014; Devonish, 2014).
Crumpton (2014) investigated workplace bullying and the financial burden of
employee absenteeism, poor morale, and turnover in a library setting. Organizations must
identify the problems related to workplace bullying and take steps to train supervisors
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and administrators on the potential issues associated with workplace bullying that affect
the financial well-being of the organization (Crumpton, 2014). For an organization to
grow, there is a need to reduce workplace bullying to allow for increased employee
productivity, reduced absenteeism, and positive outcomes on employee turnover
(Crumpton, 2014). In addition to curbing workplace bullying, management policies and
knowledge can reduce employee absenteeism and increase rates of productivity (ArizaMontes, Arjona-Fuentes, Law, & Han, 2017; Chavez, 2014; Fischer, van Reemst, & de
Jong, 2016). Fischer et al. (2016) recommended managers seeking to develop
intervention measures for bullying should consider the effect of workplace aggression on
different levels of employees. Managers can reduce workplace bullying by adjusting
working conditions for employees and providing a supportive organizational environment
(Ariza-Montes et al., 2017). Despite best efforts to counteract the factors contributing to
absenteeism, the problem of absenteeism might continue to have an affect on
organizational performance.
Impact of Absenteeism on Organizational Performance
Absent employees compromise the profitability of the organization by decreasing
the overall productivity and performance of the workforce (Alexander & Wang, 2015).
The high cost of lost organizational productivity and the motivational factors of daily
working employees influence the sustainability of organizational performance (Bankert et
al., 2015; Halbesleben, Whitman, & Crawford, 2014). Lost employee productivity,
leadership intimidation and abuse, and employee health problems can effect employee
absenteeism, which affects organizational performance.
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Employee lost productivity. In business, employee absenteeism is the primary
reason for lost productivity (Sandal et al., 2014). Employee absenteeism, whether
scheduled or unscheduled, can affect the financial wellbeing of the organization
(Kocakulah et al., 2016). Employee absenteeism also contributes to reduced productivity
and increased financial cost of operating organizations (Magee et al., 2016). In the United
States, organizations lose approximately $16,000 per employee annually due to
absenteeism (Lally, 2014). Employee absenteeism costs as much as $60,000 and $3.6
million annually for a small business owner and a large organization, respectively
(Kocakulah et al., 2016). The goal for leaders of organizations is to focus on the financial
bottom line by increasing profits and workplace productivity, while decreasing
organizational expenses.
Employee absenteeism has a long-term effect on reduced workplace productivity
(Duff et al., 2015). Frick et al. (2013) asserted that employee absenteeism decrease
organizational profits and productivity because other employees must cover for the work
hours of absent employees. In essence, absenteeism results in organizations being
understaffed, even though the employee roster is unchanged (Frick et al., 2013). Rost,
Meng, and Xu (2014) claimed employee productivity decreases every day because
managers must hire, train, and supervise new temporary personnel to meet business
deadlines.
Lost productivity costs related to absenteeism, presenteeism, and unpaid work are
rarely included in the valuation of health-related costs (Krol & Brouwer, 2014). Total lost
productivity costs increase due to employee presenteeism; a condition were employees
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attend work when ill, which results in increased employee absenteeism (Krol & Brouwer,
2014; Strömberg, Aboagye, Hagberg, Bergström, & Lohela-Karlsson, 2017). Despite the
strong willingness by management to reduce employee absenteeism, unimplemented
strategies intended to address absenteeism were found to decrease employee productivity
and adversely affect organizational cost (Bankert, Coberley, Pope, & Wells, 2015). In
particular, Krol and Brouwer (2014) noted that managers’ failure to guide employees and
understand the effect of absenteeism and presenteeism on the organization would likely
result in continued lost productivity.
Business leaders in public and private industries where labor productivity loss
occurs from illness often do not value the cost of lost productivity in their per capita
evaluations, thus leaving unanswered questions about absenteeism and lost productivity
(Rost et al., 2014). Rost et al. (2014) examined the cost of productivity loss due to the
lack of leadership on health-related interventions to improve absenteeism and
presenteeism from a survey of 325 companies in multiple industries. They concluded that
leaders of organizations should disseminate information on productivity intervention
programs to employees to reduce the effect of absenteeism and presenteeism and
suggested leaders of organizations should collect data on lost productivity to target the
need for productivity-enhancing interventions (Rost et al., 2014).
Organization leaders are responsible for improving growth by increasing
productivity while remaining competitive in the global marketplace (Bankert et al., 2015;
Taneja, Sewell, & Odom, 2015) and reducing organizational costs. VanWormer,
Boucher, and Sidebottom (2015) asserted that, through time, lifestyle improvements such

39
as healthy habits and disease management could improve employee productivity and
decrease absenteeism. Smaller organizations do not address employee absenteeism and
the effect of lost productivity until there is a financial crisis visible in the bottom line
(Zhang, Sun, Woodcock, & Anis, 2017). Unless the organization reduces employee
absenteeism, sustained productivity will continue to decline and organizational cost will
continue to increase. Again, the problem is not only absenteeism, but leadership behavior.
Leadership intimidation and abuse. Leadership intimidation can influence an
employee’s decision to not attend work (Hassan et al., 2014). In workplaces where
employees experience intimidation, employee absenteeism increases and productivity
decreases (Lee et al., 2014). Leadership abuse substantially influences employee
absenteeism, productivity, and ultimately increases employee turnover (Henle & Gross,
2014). Senior-level managers must understand the need to address abusive leaders to
prevent higher costs from further damaging the financial well-being of the organization
(Webster, 2016). Employee performance decreases in the wake of leadership
intimidation, even though employees continue to attend work for the fear of losing their
job because of failure to attend work (Olive & Cangemi, 2015).
Webster (2016) found that leadership intimidation results in reduced performance
and decision-making ability due to employees’ increased stress. Other researchers
determined that employee productivity and performance would continue to suffer as a
result of increased absenteeism if leadership intimidation remains unaddressed at top
levels of the organization (Hassan et al., 2014; Hernandez, Luthanel, Ramsel, & Ostuke,
2015; Omotayo, Falola, Akinbode, & Adeniji, 2015). Based on findings reported by
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Henle and Gross (2014) and Webster, it is generally accepted that leadership intimidation
can affect employee absenteeism, which can negatively effect the manager’s ability to
achieve organizational profitability through increased employee productivity.
Employees perceive abusive supervision in the forms of biased treatment, silent
treatment, isolated intrusion, and rumors (Priesemuth, Schminke, Ambrose, & Folger,
2014). Nandkeolyar, Shaffer, Li, Ekkirala, and Bagger (2014) examined the effects of
employees’ avoidance-coping strategies between abusive supervision and job
performance. They collected data from 105 employees who attended a workshop on
leadership and reported that employees who adopt avoidance strategies showed signs of
increased disengagement from work and increased work tardiness or absenteeism
(Nandkeolyar et al., 2014). Nandkeolyar et al. also indicated that the relationship between
the abusive supervisor and employee performance is weaker among highly diligent
employees. Nandkeolyar et al. suggested the use of avoidance coping strategies facilitates
a relationship reflected by a negative effect on abusive supervisors and employee job
performance.
In another study on abusive leaders, Chan and McAllister (2014) examined the
effects of perceived abusive supervision on employee behavioral characters. Abusive
supervision leads to bitterness in the supervisor-employee relationship, which often
includes fear and a lack of trust in the relationship (Chan & McAllister, 2014). Contrary
to Nandkeolyar et al. (2014), Chan and McAllister found employees believe in the
perception of abusive supervisor treatment, and the actual treatment of abusive superiors
is perceived in the relationship between the supervisor and the employee. Empirical

41
research indicates abusive supervision fosters distrust, anxiety, psychological distress,
emotional exhaustion, and paranoid arousal (Chan & McAllister, 2014).
Employee health. Employee health issues can affect the financial well-being of
the organization through reduced employee performance (Marzec et al., 2015; Zula,
2014). Gosselin et al. (2013) focused on the effects of employee absenteeism on
performance indicators when employees are sick and not attending work, noting that
organizational performance suffers from the lack of continued productivity.
Organizational factors such as work hours, employee behavior, and work commitment
contribute to absenteeism (Gosselin et al., 2013). There is a direct link between multiple
occurrences of employee absenteeism and individual health problems contributing to
decreased organizational performance (Gosselin et al., 2013). Gosselin et al.’s findings
were similar to those of Pohling, Buruck, Jungbauer, and Leiter (2016), who suggested
health-related employee absenteeism directly influences organizational lost productivity.
The mental and physical demands of work productivity and measures of outcomes are
often predictors of employee absenteeism (Pohling et al., 2016). Employees will often
report to work ill and work at reduced productivity levels (employee presenteeism),
subsequently increasing the rate of absenteeism when these same employees stay home
altogether the next working day (Miraglia & Kinman, 2017; Pohling et al., 2016).
The physical environment of the workplace can have an effect on employee
absenteeism (Ali, Chua, & Lim, 2015; Bronkhorst & Vermeeren, 2016). To examine the
effects of the physical environment of the workplace on employee absenteeism and
productivity, Ali et al. (2015) administered questionnaires to 90 participants in three
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workplaces. The questions addressed the effects of physical environment on absenteeism
and productivity rates. Findings indicated the physical environment of the workplace had
an effect on health issues, which increased absenteeism and decreased employee
productivity that resulted in poor employee work performance. In addition to the work
environment, employee illness was directly associated with stress in the workplace,
leading to prolonged health-related absenteeism (Ali et al., 2015). Prottas (2013) found
both internal and external stressors influence employees’ need to perform at work based
on pressure from management to complete work tasks. Stress related to the need to
complete a job within an allotted timeframe contributes to physical and psychological
illness that results in health-related absenteeism (Prottas, 2013). Based on the literature
presented, poor health is one of the many contributing factors to increased employee
absenteeism. Given the many factors that contribute to employee absenteeism and the
effect of employee absenteeism on the financial well-being of organizations, there is a
need to reduce employee absenteeism.
Strategies to Reduce Employee Absenteeism
Implementing a strategy to reduce employee absenteeism can have a positive
effect on absenteeism in the organization (Kocakulah et al., 2016; Mulvaney, 2014).
Researchers have found that incentive programs can motivate employees, but those
programs must also fit the needs of the organization (Allisey, Rodwell, & Noblet, 2016;
Kocakulah et al., 2016; Mulvaney, 2014). Absenteeism policies, incentive programs,
flexible work policies, and health leave policies are just a few of the strategies some
companies use to reduce employee absenteeism.
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Absenteeism policies and management. In the restaurant industry, implementing
an effective employee absenteeism strategy to sustain employee involvement is critical to
the success of the organization (Mathe & Slevitch, 2013). The success of an organization
is determined by the ability of its leaders to manage employee absenteeism (Kocakulah et
al., 2016). Implementing absence policies and incentive programs to address employee
absenteeism often bring uniformity to treatment of employees in an organization (Ford,
2014). Reviewing and revising absence policies has a positive effect on employee
absenteeism (Johnson et al., 2014). An investigation into the patterns of employee
absenteeism and the effect of absenteeism on the financial well-being of the organization
revealed that implementing revised absence policies changed employee perceptions about
the need to adhere to absenteeism policies (Johnson et al., 2014).
Similar to Johnson et al. (2014), Elliott (2014) examined problematic sickness and
absence policies. Employers often conduct sickness meetings with employees to discuss
employees’ absenteeism rates, but do not clearly follow a set process (Elloitt, 2014).
Elliott found that when members of management review the process for oversight of
sickness and absence policies with their employees, employees tend to adhere to the
policy. Sickness and absence policies should have clear goals and objectives regarding
how the policies are implemented and should outline the steps the manager should take if
employee absenteeism increases (Elloitt, 2014). Employees are motivated to manage their
absenteeism when both their leaders and fellow employees understand the absence policy
and the implications of managing that policy (Ford, 2014; Kocakulah et al., 2016).

44
Improving leaders’ ability to manage employee absenteeism is another possible
strategy to reduce the financial burden of absenteeism on companies (Hadjisolomou,
2015) because unmanaged absenteeism policies can increase organizational costs (Ford,
2014). For an absenteeism policy to be effective, management of the organization must
be actively engaged in enforcement of the policy (Ford, 2014). An effective absence
policy is good for both the organization and its employees because early absence
management leads to reduced absenteeism and decreased leave costs for the organization,
and helps employees manage the frequency of their absenteeism (Ford, 2014). Managers
play a key role in executing and enforcing the company absence policy (Hadjisolomou,
2015). As leadership becomes engaged, absence policy management increases, increasing
numbers of company employees understand the policy process, and employee
absenteeism decreases, often resulting in employees returning to work quickly (Ford,
2014). Hadjisolomou’s (2015) findings echoed those of Ford (2014).
When employees are absent from work, managers must first enforce the absence
policy, despite the instinctive urge to find substitute workers for absent employees
(Hadjisolomou, 2015). Once company leadership gets involved in managing employee
absenteeism, the overall rate of employee absenteeism decreases, thereby reducing the
bottom-line expenses of the organization (Hopkins et al., 2016; Pizam & Thornburg,
2000). Both Hadjisolomou (2015) and Ford (2014) remarked that managers being
involved in handling and enforcement of the absence policy is a sustainable strategy
organizations can use to reduce employee absenteeism.
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Incentive programs. Another strategy to reduce employee absenteeism involves
using incentive programs to recognize employee achievements (Kocakulah et al., 2016).
Kocakulah et al. (2016) found a positive link between incentive programs and employee
absenteeism. When managers are aware of the issues related to employee absenteeism
and recognize employees’ contributions for reducing absenteeism, the organization
realizes greater success in implementation of the incentive program (Kocakulah et al.,
2016). Lechmann and Schnabel (2014) found that creating an incentive program to
reduce the number of absent days from work is an effective strategy for reducing
workers’ absences. They asserted that providing employees with a program that
influences employee absence from work increased workplace career opportunities and
reduces the cost of absenteeism for organizations (Lechmann & Schanbel, 2014). Both
Kocakulah et al. and Lechmann and Schnabel found that incentive programs are a
sustainable strategy to reduce employee absenteeism.
Another incentive program to reduce absenteeism involves the implementation of
a work-life balance program. Chimote and Srivastava (2013) found that a work-life
balance program reduces employee absenteeism and employee turnover while improving
productivity. Employees quickly recognize job satisfaction, job security, reduced stress,
and improved health as benefits of a work-life balance program (Chimote & Srivastava,
2013). In a study similar to Chimote and Srivastava’s, Mohd, Shah, Anwar, and Mahzumi
(2016) examined the company policy on a 5.5-workday week that increased employee
absenteeism and skewed the relationship between work-life balance and absenteeism.
Findings indicated that employees who worked long hours daily had increased
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absenteeism on the final day of the workweek (Mohd et al., 2016). When an organization
implements a work-life balance program to offer the employees 2 days off in a week, the
organization improves employee morale and job satisfaction and reduces employee
absenteeism (Mohd et al., 2016). Both Chimote and Srivastava and Mohd et al. noted that
work-life balance incentive programs are a justifiable strategy to reduce employee
absenteeism.
Employees with reduced job satisfaction and motivation and increased stress
levels are absent from work more frequently than employees who are satisfied with their
job (Ling & Wong, 2015). Ling and Wong (2015) examined strategies to boost work
outcomes to improve internal motivation, job performance, and job satisfaction and to
reduce absenteeism, stress, and turnover. They collected data from 42 facilities workers
from four different work locations and found that internal incentives were a predictor of
employee absenteeism (Ling & Wong, 2015). Workers provided with internal motivation
through incentive programs focus on the job characteristics and work outcomes and have
a significantly reduced rate of employee absenteeism (Ling & Wong, 2015). Employers
with better job characteristics and job designs improve in other measurable areas related
to absenteeism, such as work performance, stress, and employee turnover (Ling & Wong,
2015).
Ling and Wong’s (2015) findings were opposite those reported by Mariappanadar
and Kramar (2014). Mariappanader and Kramar examined high-performance work
system program outcomes, such as employee well-being, performance, productivity, and
absenteeism, and found that all the four predictors negatively influenced employee well-
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being and organizational productivity increased absenteeism. Some incentive programs,
such as telework and compressed workweeks, have a negative affect on organizational
performance (Mariappanader & Kramar, 2014). A synthesis of practices and benefits
offered to employees has a positive effect on organizational profitability and reduces
absenteeism (Mariappanader & Kramar, 2014). Although Ling and Wong and
Mariappanader and Kramar reported different outcomes of the incentive programs they
studied, their findings suggest that policies and practices offering incentives could
produce different results and reduce employee absenteeism.
Flexible working policies. An additional strategy to reduce employee
absenteeism is a flexible working policy that allows for employees to tend to their
personal needs and obligations (Ashoush, Elsayed, & Younis, 2015; Dasgupta et al.,
2014). A flexible working policy is beneficial for both the employees and their employers
(Bhalla, 2015; Caillier, 2016). By implementing a flexible working policy, employers
allow employees to take more responsibility for working during their selected hours,
therefore reducing absenteeism (Bhalla, 2015; Dasgupta et al., 2014). Implementing a
flexible work schedule policy yields the benefits of job enrichment, higher productivity,
reduced tardiness, and reduced absenteeism (Idris, 2014). In addition to reduced
employee absenteeism, a flexible work schedule enables the organization to build
management capacity, enhance employee performance, and expand knowledge of the
organization (Idris, 2014). Continuous changes in work cultures and expected events in
employees’ family lives and needs contribute to making flexible working plans a useful
strategy organizations can use to sustain productivity and reduce employee absenteeism

48
(Ashoush et al., 2015). Flexible working policies are sustainable strategies to reduce
employee absenteeism, increase productivity, and build the ability of leadership to
manage organizational operations (Bhalla, 2015; Idris, 2014).
Workplace flexibility practices can increase the likelihood of an organization
being able to continue and thrive by increasing job satisfaction and productivity, while
reducing absenteeism (Coenen & Kok, 2014; Whyman & Petrescu, 2014). Whyman and
Petrescu (2014) examined the relationship between workplace flexibility practices and
business survival among a sample of owners of small- and medium-sized businesses.
They found that business owners who implemented workplace flexibility practices
realized improved job satisfaction, reduced absenteeism, improved worker productivity
levels, and had less turnover (Whyman & Petrescu, 2014). In addition to improved job
satisfaction and reduced absenteeism, workplace flexibility practices can attract highly
skilled workers who can influence business profitability (Whyman & Petrescu, 2014).
Given the challenges faced by owners of small- and medium-sized business to survive in
competitive industries, implementing a workforce flexibility practice is a good incentive
to reduce employee absenteeism.
Wadsworth and Facer (2016) examined the connection between the transition to a
compressed working schedule and its affects on the demands of employee work-life
balance, productivity, absenteeism, and employee turnover. They found a compressed
working schedule increased productivity and job satisfaction and decreased employee
turnover and absenteeism (Wadsworth & Facer, 2016). Implementing a compressed
working schedule benefits the organization by providing employees with the opportunity
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to support the incentive program while balancing their work and family lives (Wadsworth
& Facer, 2016). Deery, Walsh, Zatzick, and Hayes (2017) examined the effects of a
compressed workweek and job satisfaction on absenteeism and physical health by
administering a survey to 236 service workers. They found the employees’ work
schedules met the needs of the organization to remain profitable and helped employees
sustain their work, family, and physical health (Deery et al., 2017). Employees who took
advantage of a compressed workweek option exhibited lower employee absenteeism, but
the compressed workweek did not necessarily improve employees’ physical health
(Deery et al., 2017). Both Wadsworth and Facer and Deery et al. agreed that a
compressed workweek was a sustainable strategy to reduce employee absenteeism.
Health leave policies. A final strategy found in the literature to reduce employee
absenteeism is to invest in health or wellness programs for employees (Campbell &
Burns, 2015; Powers & Kocakülâh, 2015). Health-related issues are an ever-increasing
cost for organizations, resulting in reduced employee productivity and added costs to
cover employee absenteeism (Gosselin et al., 2013). A growing number of organizations
have invested in health and wellness programs to reduce expenditures on health and
employee absenteeism, and to increase productivity (Kunte, 2016; Mulvaney, 2014)
because health interventions have a positive effect on reducing absenteeism (Davies,
2015). Organization-wide wellness programs can reduce employee absenteeism and
increase productivity (Summerton & Mayor, 2015; Zula, 2014).
Employees who engage in wellness programs have lower rates of absenteeism
(Madison, 2016; Tromp, 2015). Addressing employees’ health problems and other related
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issues has a positive effect on the rate of employee absenteeism (Gosselin et al., 2013).
When leaders of the organization support and implement a wellness program, employee
absenteeism decreases, resulting in employees who perform better and are absent less
frequently, which has a direct and positive effect on employee absenteeism costs
(Devonish, 2014; Olive & Cangemi, 2015). Davies (2015), Gosselin et al. (2013),
Madison (2016), and Tromp (2015) all found that interventions such as employee
wellness programs and business policy changes positively affect employee absenteeism.
Implementation of employee health programs can increase productivity and
reduce employer costs for health-related care and absenteeism (Caloyeras, Liu, Exum,
Broderick, & Mattke, 2014). Gillan et al. (2013) surveyed 136 school employees to
identify how health and nutrition programs could be used as strategies for employers to
reduce employee absenteeism and improve productivity. Employers spend an average of
$1,685 per employee for health-related lost productivity costs (Gillan et al., 2013). Gillan
et al.’s findings suggested that an on-site program, such as the one promoting employees
to reduce and manage stress, can lead to reduced health issues. Employers who offer an
on-site health program to employees can reduce the cost of employee lost productivity by
25% and improve employee absenteeism, reduce workers’ compensation, and reduce
employees’ stress (Gillan et al., 2013).
A workplace wellness program is an effective strategy to reduce employee
absenteeism and increase productivity (Kohler, Contacos-Sawyer, & Thomas, 2015;
Zula, 2014). Zula (2014) surveyed 35 human resource organization personnel and found
that employers desire continuous health improvement from employees and often need to
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implement wellness programs to improve health and wellness. Leadership engagement,
commitment, and effective communication on workplace wellness programs to the
employees are critical to the success of the program, which subsequently affects
productivity, absenteeism, retention, and turnover (Zula, 2014). Kaspin, Gorman, and
Miller (2013) conducted a meta-analysis of literature published between 2005 and 2011.
They found that wellness programs help employees understand health-related risks, and
understanding their health risks reduces employee absenteeism, increases productivity,
and improves employees’ overall quality of life (Kaspin et al., 2013). Kaspin et al. also
found that companies with sponsored wellness programs achieved a reduction in
employee absenteeism following implementation of a wellness program (Kaspin et al.,
2013). Kaspin et al. suggested that companies whose leaders invested in wellness
programs saw a shift in the culture of the organization and an increase in job performance
and productivity.
Development of a sick-disability model can help employers to explore the healthrelated issues that lead to employee absenteeism and presenteeism; the resulting
knowledge can aid employers in reducing these problem behaviors (Ramsay & Oguledo,
2015). Employees make decisions on when to attend work or when to remain at home
based on health issues and lost benefits (Ramsey & Oguledo, 2015). Implementing a
sick-disability model can help employees with recurring health issues and reduce the
financial cost to the employees, thus reducing the financial effect on the employer
(Ramsay & Oguledo, 2015). Similar to Ramsay and Oguledo (2015), Ammendolia et al.
(2016) found that implementing workplace health and wellness programs influenced
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employee presenteeism and absenteeism. In light of the struggle to sustain a healthy
working environment, implementing a workplace health and wellness program can
improve presenteeism, decrease absenteeism, and increase company leaders’ awareness
of the costs associated with employee health issues (Ammendolia et al., 2016).
Transition
Section 1 of this study included the problem statement, purpose statement, and the
nature of the study to support the use of a single case study design. This section also
included the research question, interview questions, and offered an explanation of the
significance of this study. Vroom’s (1964) expectancy theory served as the conceptual
framework of this study. Section 1 introduced the operational definitions, assumptions,
limitation, and delimitations related to this study. Finally, Section 1 contained a critical
analysis and synthesis of a review of the literature on employee absenteeism, theories and
themes used by researchers on employee absenteeism, and other information used to
understand employee absenteeism.
Section 2 contains a restatement of the purpose of the study and explains the role
of the researcher. Other components of the section include information on the participants
and justification of the research method and research design. The section includes a
description of the participants, population and sampling, data collection, and data
organization. The section also includes a discussion on ethical research and the reliability
and validity of the study.
Section 3 includes with an overview of the study findings based on collected data,
a discussion of the application of professional practice, and implications for social
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change. Section 3 includes my recommendations for action and future research on
employee absenteeism. The section concludes with a discussion of my reflections on the
doctoral journey, and the study summary and conclusion.
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Section 2: The Project
Managing employee absenteeism in the restaurant industry is challenging for
leadership interested in sustaining profitability and productivity (Mathe & Slevitch,
2013). The average employee is absent from work 9 days each year (Kocakulah et al.,
2016), which can affect up to 63.8% of the productivity cost of the organization on a
payroll to cover the cost of absenteeism (Kronos International, 2015). Conducting
semistructured face-to-face interviews and an analysis of company supporting documents
formed the basis for this qualitative single case study to explore the strategies restaurant
managers use to improve employee absenteeism.
Section 2 contains a restatement of the purpose of the study and a synopsis of my
role as the researcher. Also in Section 2 are a discussion of the participants and
justification of the research method and research design. I include a description of the
participants, population and sampling, data collection, and data organization. Finally,
Section 2 contains a discussion on ethical research and the reliability and validity of the
study.
Purpose Statement
The purpose of this qualitative descriptive single case study was to explore the
strategies that restaurant managers use to reduce employee absenteeism. The targeted
population consisted of restaurant managers from a single restaurant in the BaltimoreWashington, DC, metropolitan area of the United States who have experienced employee
absenteeism and implemented successful strategies to reduce it. The implications for
positive social change include the potential to reduce employee absenteeism and promote
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organizational profitability, which could improve the financial stability of the community
and local families through sustained employment and enhanced community economic
development.
Role of the Researcher
The role of the researcher in a single case study data collection process is to
capture in-depth experiences of the participants through interviews, document analysis,
and focus groups (Baskarada, 2014). As the researcher for this single case study, I
actively engaged in the recruitment of participants and the data collection process by
conducting semistructured face-to-face interviews, posing open-ended questions, taking
notes, and analyzing and interpreting the data. I also used archival data to complement
and support the primary data collected through the interview process. Researchers play an
active role in qualitative research (Johnson, 2014). The researcher must consider any
challenges involved in the process of data collection during a case study (Yu, Abdullah,
& Saat, 2014). As the researcher, I conducted interviews to collect data that allowed me
to understand or discover the strategies that restaurant managers use to reduce employee
absenteeism.
Critical to qualitative research, the researcher must be transparent about any
potential relationship between the researcher and the potential participant (Nelson, 2016).
Although I teach in the culinary field, there was no potential of a professional
relationship between a prospective participant and me. As the researcher for this single
case study, I considered any possible relationship with a potential participant before
allowing him or her to join in this study.
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As the researcher of this study, I abided by the tenets of the Belmont Report,
which is an established framework for legal and ethical protection of research participants
(Marrone, 2015). The Belmont Report includes three basic principles: respect for persons,
beneficence, and justice (Bromley, Mikesell, Jones, & Khodyakov, 2015). Researchers
abide by the Belmont Report by (a) respecting the participants of the research, (b)
maximizing benefits and minimizing harm to the participants through carefully
considering the risk-benefit ratio, and (c) providing fairness on principle and distributing
the risks and benefits across society equitably (Mikesell, Bromley, & Khodyakov, 2015).
It is the responsibility of the researcher protect the confidentiality of the participants and
any participating organization (Johnson, 2014) and to use informed consent to protect
participants from any harm if they choose to participate voluntarily in the study (Ross &
Athanassoulis, 2014).
A researcher must be aware of any potential bias that can distort the truth
(Mauceri, 2014). Researcher bias is the intrusion of the researcher’s opinions and
perceptions into the research (Chowdhury, 2015). To avoid bias, a researcher must selfmonitor any affect of potential bias by gaining an understanding of how personal biases,
beliefs, and experiences can influence the outcomes of the study while conducting
research (Mauceri, 2014; Nelson, 2016). My role as the researcher was to separate my
personal perceptions of absenteeism strategies and employee absenteeism from the
opinions of managers participating in the semistructured interviews. As the researcher
with no direct relationship with any of the interviewees, I used my perspective as an
outsider to mitigate any potential bias. The outsider has no access to privileged or
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intimate information about the group under study (Probst, 2016; Southgate & Shying,
2014) before the data collection process is begun.
Using an interview protocol can provide clarity for conducting case study
interview sessions (Gross, Wallace, Blue-Banning, Summers, & Turnbull, 2013). To
make certain research ethics are maintained and bias is prevented, I used an interview
protocol (see Appendix B) as a guideline during the interview with participants.
Researchers use protocols to collect reliable data and to retain their focus on the
identified research problem during the interview process (Li et al., 2014; Yin, 2014). In
addition, I followed an interview protocol in this single case study to outline the
procedures to use before, during, and after the interview to remind myself of the
information to collect during the interview (Castillo-Montoya, 2016), to refrain from
interjecting personal bias during the interviews, and to ensure systematic treatment of
each participant. Using a strong interview protocol allows research scholars to follow the
emerging themes (Shen-Miller, Forrest, & Burt, 2012). Finally, the researcher should
respect the participants’ schedules and availability during the interview process (Yin,
2014).
Participants
Determining the eligibility criteria for the participants of a study requires a
researcher to identify the suitability of participants to contribute to the research (Ibrahim
& Sigani, 2015). The researcher must define the individuals who are eligible to
participate (Yin, 2014). Killawi et al. (2014) suggested the researcher should establish
inclusion and exclusion criteria before recruiting and selecting participants. According to
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the National Restaurant Association (n.d.), the Baltimore-Washington, DC, metropolitan
area has more than 13,000 eating and drinking establishments. For this single case study,
the participant inclusion criteria were restaurant managers who participated in the
implementation and execution of strategies to reduce employee absenteeism and who
operated an eating and drinking establishment in the Baltimore-Washington, DC,
metropolitan area. Managers are typically familiar with the operations of the organization
(Koyuncu, Burke, Astakhova, Eren, & Cetin, 2014). Restaurant managers are aware of
the performance objectives and measures of their restaurant (Lin, Tou, & Yeh, 2014).
Gaining access to potential participants requires the researcher to explore possible
pathways through public websites and professional organizations (Smith, Sabat,
Martinez, Weaver, & Xu, 2015). I contacted professional associations such as the
National Restaurant Association and the Restaurant Association of Maryland to gain
access to potential participants. Gaining access to potential participants includes
contacting the identified organization and providing the organization with the
researcher’s background, a description of the working relationship, and a clear purpose of
the study (Adesoro et al., 2016). Karjalainen, Niemistö, and Hearn (2015) suggested that
gaining access to potential participants requires permission from the top management in
the organization. The strategies used to gain access to potential participants included
contacting local professional associations or trade affiliations. During the initial contact
with the local professional association, I explained to leaders of the professional or trade
association the purpose and the nature of the study to gain permission to conduct the
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research study with the aid of their members. Finally, I shared the protection strategy to
ensure the confidentiality and privacy of the participants.
Establishing a working relationship with the participants requires the researcher to
understand the position and perspective of the potential participants through a review of
the proposed research (Wallace & Sheldon, 2015). It is important for researchers to build
and understand the relationship with the participants of the research project (Baskarada,
2014). To build a working relationship with the participants, and after verifying a
prospective participant’s suitability for an interview using the participant selection
criteria, I explained the purpose of the study and the purpose of the interview to each
participant. During the initial contact with the potential participant, I reviewed the
informed consent form and protocol (Getz, 2014). Finally, before the start of the
interview, I followed the steps of the informed consent process documented in the
interview protocol and provided each participant a copy of the signed informed consent
form (Knepp, 2014).
Protecting the confidentiality and privacy of the participants is vital to a
researcher conducting research (Kendall & Halliway, 2014; Yin, 2014). It is the
researcher’s responsibility to protect participants’ confidentiality (Johnson, 2014), and a
well-constructed research projects requires the protection of the research participants
(Bradbury-Jones, Taylor, & Herber, 2014). In addition to protecting the privacy and
confidentiality of participants, the researcher is also responsible for securing the research
data (Hickson, Poulton, Connor, Richardson, & Wolski, 2016). To protect the
confidentially of the participants of this study, I removed any identifying information
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from the data. Upon completion of the study, all interview data and forms retained from
the interview will be placed in a secured location for 5 years to protect the confidentiality
and rights of the participants. After the required 5 years of storage, I will physically
destroy the media (printed papers and flash drive containing data) related to this study.
Research Method and Design
Research Method
Researchers must familiarize themselves with the various research methods
available (Salvador, 2016) to identify on the most appropriate methodology to use in
conducting a research study. The qualitative research method is most appropriate for
researchers who seek to use an inductive and natural approach to study people in social
situations, the progression of a phenomenon in natural settings, and world experiences
(Mukhopadhyay & Gupta, 2014; Yu et al., 2014). Researchers use qualitative research
methods to reflect the experience of the participants through primary data collection
(Haneef, 2013). In conducting qualitative research, the researcher uses his or her
interpretation of the data for analysis and findings associated with the identified themes
and patterns (Haneef, 2013). The qualitative research method was most appropriate for
this study because it enabled me to research how managers of restaurants use absenteeism
reduction strategies to improve employee absenteeism.
The quantitative research method was not suitable for this study because I was not
investigating a relationship between variables, generalizing findings from a sample
population, or testing a predefined hypothesis. The quantitative approach is most
appropriate for the researcher who seeks to generalize findings from a sample to a
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targeted population (Humphreys & Jacobs, 2015; O’Rourke, 2015) by testing predefined
hypotheses (Starr, 2014). Researchers use the quantitative research method to investigate
a relationship between predefined variables (Venkatesh et al., 2013), whereas qualitative
research focuses on the findings associated with identified themes and patterns (Haneef,
2013). Quantitative research is used to answer the what of the predefined variables in
addition to the how of the research conducted (Yu et al., 2014). The qualitative research
design involves using analysis and findings associated with identified theory testing
(Venkatesh et al., 2013). Quantitative researchers conduct statistical tests and analyses of
the data collected with the goal of discovering the connection or relationship between the
variables and making predictions (Haneef, 2013). I concluded the quantitative research
method was not suitable for use in researching strategies restaurant managers used to
reduce employee absenteeism.
Mixed method research was not an appropriate method for this study because
using the mixed method requires the researcher to use both the qualitative and
quantitative methods concurrently or sequentially to gain an in-depth understanding of a
phenomenon of interest (Abro, Khurshid, & Aamir, 2015; Frels & Onwuegbuzie, 2013;
Imran & Yusoff, 2015). The mixed-method researcher focuses on multiple worldviews of
the research conducted using several types of collected data (Abro et al., 2015; Haneef,
2013). In qualitative research, the researcher focuses on a single research inquiry
(Venkatesh et al., 2013). As the researcher, I concluded mixed-method research was not
suitable for researching the strategies restaurant managers use to reduce employee
absenteeism.

62
Research Design
The single case study design is best suited for researchers who wish to focus on
understanding the dynamics present within a single setting (Sato, 2016; Turner & Danks,
2014) and for researchers who seek to explore a constrained system through detailed, indepth analysis of data collected from multiple types of information (Gaya & Smith, 2016;
Singh, 2014). Researcher uses the case study design to understand a real-life phenomenon
under conditions relevant to the intended investigation of the current event (Gaya &
Smith, 2016). In many instances, case study research connects to social science research
(Anthony & Jack, 2009) through a snapshot at one point in time to inspire new ideas,
expand a theory, or develop a new theory connecting empirical theory bases for the
research (Elman, Gerring, & Mahoney, 2016). The case study design was the most
appropriate design because my goal was to explore in-depth strategies that managers in a
restaurant use to reduce employee absenteeism.
I considered using the phenomenological and ethnography qualitative research
designs to answer the research question. However, the phenomenological and
ethnography research designs were not suitable to explore the strategies used by
restaurant managers to reduce employee absenteeism. Researchers use a
phenomenological design to study the meanings of participants’ shared lived experiences
(Asmat, Ramzan, & Chaudhry, 2015; Ziakas & Boukas, 2014). In contrast, researchers
use the case study design to understand a real-life phenomenon under conditions relevant
to the intended investigation of the current event (Gaya & Smith, 2016). Researchers use
the phenomenological design to uncover essential invariant features of the individuals’
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lived experiences (Mtshelwane, Nel, & Brink, 2016; Ziakas & Boukas, 2014) through
interviews (Mayoh & Onwuegbuzie, 2014; VanScoy & Evenstad, 2015) and other
collection methods, such as observations and documentary analysis (Mtshelwane et al.,
2016). The phenomenological design is helpful for the researcher in collecting
information by uncovering, analyzing, and understanding how individuals perceive their
lived experiences and the meanings attached to those lived experiences (Mtshelwane et
al., 2016). Because of these reasons, the phenomenological design was not appropriate
for this study.
Ethnographic design is appropriate for researchers studying the culture of a group
within a specific period of time through collecting primarily participation, observational,
and interview data (Blount et al., 2015; Fusch, Fusch, & Ness, 2017). In contrast, the case
study design is best suited for researchers who wish to focus on understanding the
dynamics present within a single setting (Sato, 2016; Turner & Danks, 2014) at a single
point in time. In conducting research following an ethnographic design, researchers
collect data by studying people or participating in social interactions to understand the
everyday contexts of their world (Bamkin, Maynard, & Goulding, 2016). Researchers
who use the ethnographic design spend time in the field to collect rich observational data
and interview data (Bamkin et al., 2016; Brown, 2014) that reflect the participant culture
until the researchers conclude the data collected are sufficient for the research (Abraham,
2014). The ethnographic design was not suitable for the present study because I did not
intend to collect cultural-focused data from a group setting within a specific period.
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For a qualitative research single case study, data saturation is understood to be
achieved based on the researcher’s determination that further interviews or data
collection do not reveal any new data, themes, or codes from the participants (Fusch &
Ness, 2015; Roy, Zvonkovic, Goldberg, Sharp, & LaRossa, 2015). The quality of
interviews, sampling procedure, and researcher experience can influence the sample size
needed to reach data saturation (Marshall, Cardon, Poddar, & Fontenot, 2013). The
researcher must consider if the sample size is adequate to reach data saturation and
answer the research question (Roy et al., 2015). In this single case study, I was
committed to continue to collect and analyze data until no new data, themes, or codes
emerged from the restaurant managers’ interview data.
The rationale for selecting participants should involve both inclusion and
exclusion criteria (Killawi et al., 2014) to identify participants with unique perspectives
of the research topic in question (Robinson, 2014) and exclude participants who do not
meet the criteria. The researcher must define the individuals who are eligible to
participate (Yin, 2014) before recruiting participants. I developed the participant criteria
and identified the participants who could share knowledge and experiences to address the
research question of this study. To empower each potential participant to make a
knowledgeable decision about participating in the study, I provided precise information
in the informed consent process that outlined the participation criteria of the study.
Determining the eligibility criteria for participants of a study requires a researcher
to identify the suitability of the participants who can contribute to the research (Ibrahim
& Sigani, 2015). For this study, I based the eligibility criteria for each participant on his
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or her management experience in the restaurant and experience related to reducing
employee absenteeism. I purposively recruited participants from a restaurant located in
the Baltimore-Washington, DC, metropolitan area who were employed at the
management level and had experience in implementing and executing effective strategies
to reduce employee absenteeism. Managers are typically familiar with the operations of
the organization (Koyuncu et al., 2014). The optimal interview location is one that
provides a comfortable environment and is suitable for the participants to actively
respond to questions (Paulo, Albuquerque, Saraiva, & Bull, 2015). I met each participant
in a location of his or her choice that was private and in which the participant felt at ease
to engage in the interview.
Population and Sampling
The population that I identified for this qualitative single case study was
restaurant managers. A population is a group of individuals identified by the researcher’s
sample criteria who have some common characteristics (Landers & Behrend, 2015). A
well-defined population can become the basis for applying research results to other
relevant populations (Eldredge, Weagel, & Kroth, 2014). Landers and Carlson (2017)
suggested that researchers use a sample of the larger population group to complete their
research studies. The sample population for this research study was managers of a
restaurant located in the Baltimore-Washington, DC, metropolitan area.
In qualitative research, researchers select a sampling method to provide insight
and an understanding of the proposed research (Linos & Carlson, 2017). Purposeful
sampling is a technique that is widely used in qualitative research for the selection of
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information-rich participants for the research (Bungay, Oliffe, & Atchison, 2015;
Palinkas et al., 2015) because information-rich participants can provide the researcher
with a wealth of information about the purpose of the research (Duan, Bhaumik, Palinkas,
& Hoagwood, 2015). Researchers use purposeful sampling as a research approach to
identify the participants likely to have the richest information to address the research
objectives (Ahmed & Carrim, 2016; Curry, Mwavita, Holter, & Harris, 2016). I chose
purposeful sampling as the sampling strategy for this study.
The purposeful sampling method involves selecting participants based on the
identified characteristics of the participant (Frock, 2015). Sound and careful purposeful
sampling is critical to the researcher’s investigation results (Dean, 2014; Frock, 2015).
Purposeful sampling is ideal for capturing and describing experiences based on the
genuineness of participants’ perspectives and documenting the information in a
qualitative study (Demirbas, Flint, & Bennett, 2014). In contrast, convenience sampling
involves choosing potential participants from among those convenient to participate in
the research study (Robinson, 2014). Convenience sampling was too broad an approach
for this research study because not all the participants might have fit within the required
inclusion criteria (Robinson, 2014). In conducting snowball sampling, the researcher
expands the participant group asking participants to identify and recruit other potential
participants for the study (Emerson, 2015; Lucas, 2014), but snowball sampling might
lead to referred participants who are outside the requirements of the study (Hyysalo et al.,
2015). Because the participant characteristic of interest was restaurant managers who use
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absenteeism reduction strategies, purposeful sampling was best suited for this single case
study.
An exact sample size for conducting a qualitative research study can be difficult
to determine (Malterud, Siersma, & Guassora, 2015). The sample size for specific single
case studies depends on the purpose of the study (Malterud et al., 2015). In some
instances, interviewing at least 10 participants for a qualitative single case study is
adequate to answer the research question (Marcella & Kelly, 2015). Boddy (2016)
asserted a sample size of six to 12 in-depth interviews is appropriate for a qualitative
research study. In this qualitative single case study, I focused on a single restaurant. The
projected sample size consisted of 10 criteria-eligible restaurant managers, which I
believed would enable me to reach data saturation, collect rich data, and understand the
strategies restaurant managers use to reduce employee absenteeism. However, my study
consisted of 3 eligible managers from a single restaurant who implemented successfully
strategies to reduce employee absenteeism.
In a qualitative research study, data saturation is the point in the data collection
process at which the researcher determines little to no additional evidence of themes,
insights, or information will be obtained from conducting additional interviews (Boddy,
2016). Qualitative researchers aim to interview until data saturation is achieved, thereby
justifying the identification of a particular sample size in any qualitative study (Boddy,
2016). For a qualitative research study, the researcher uses various factors to determine
the sample size needed to reach data saturation (Marshall et al., 2013). This qualitative
single case study was focused on a single restaurant. I determined I had reached data
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saturation when no additional participant who met the established criteria were available
to be interviewed.
Researchers should have an established participant criteria protocol to select the
participants for the research study (Maki, Floyd, & Roberson, 2015). A properly planned
participant protocol can enable the researcher to avoid delays or wasteful participant
recruitment (van Wijk, 2014). Researchers should not consider including in their studies
individuals who do not fit the identified criteria (DeFeo, 2013). I developed the
participant inclusion criteria around restaurant managers to answer the research question.
Recruitment of participants for a research study might be a challenge if the
researcher has not considered the interview setting or location (Rimando et al., 2015).
Participants may be hesitant to engage in the process if the interview setting or location
poses a concern for them (Namageyo-Funa et al., 2014; Rimando et al., 2015). The
interview setting chosen should allow for few distractions (Adesoro et al., 2016;
Brubacher, Poole, & Dickinson, 2015). Namageyo-Funa et al. (2014) suggested the
researcher should secure locations for the interviews that are private and noiseless. It is
particularly important for the interview location to be a quiet setting if the researcher
plans to use a recording device (Brédart, Marrel, Abetz-Webb, Lasch, & Acquadro, 2014;
Urhuogo, Addo, & Williams, 2014). Researchers should offer various interview setting
options to the participants to reduce their anxiety and increase participation (NamageyoFuna et al., 2014). Participants are more likely to give truthful, complete, and thoughtful
answers if they are relaxed and engaged during the interview process (Chan, Fung, &
Chien, 2013). I had carefully considered the locations where the interviews took place to
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ensure the environment was comfortable for the participants. In deference to the
participants’ work locations, I made every effort to accommodate an offsite interview
location of the participants’ choosing to reduce interruptions and protect the privacy of
the participants’ responses.
Ethical Research
The primary tenet of ethical research is to make certain the study participants are
not subject to risk or harm (Kendall & Halliday, 2014). Ssali, Poland, and Seeley (2016)
discussed steps the researcher should take to ensure the participants experience no harm
from participating in the research by following the ethical standards of informed consent,
voluntary participation, and anonymity and confidentiality. To ensure the ethical
protection of the participants is adequate and meets the ethical standards, I complied with
the ethical guidelines outlined in the Belmont Report (U.S. Department of Health and
Human Services, 1979). To protect participants’ rights and confidentiality relative to my
research, I followed the guidelines set out in the informed consent around withdrawal
from the study, incentives for participation, participant confidentiality, and data security
and disposal.
It is essential that potential participants receive information about the study and
sign an informed consent form before their involvement in the study begins (Alahmad, Al
Jumah, & Dierickx, 2015). Researchers follow the informed consent process to obtain
permission from a potential participant to engage in a research study (Johnson, 2014;
Schrems, 2014). The informed consent form, which contains detailed information on the
purpose of the study, is used to collect the signed permission of each participant. Each
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participant received a copy of the signed consent form after a detailed review of the form
content and prior to commencement of the study.
Participants have the right to withdraw consent at any point during a research
study (Alahmad et al., 2015). Researchers sometimes include incentives to entice hard-toreach participants for a study (Ibrahim & Sidani, 2014). Participants were able to
withdraw their consent to participate in the study at any time by contacting me via e-mail
or telephone. I did not extend any incentives to participate in the study because this
population was not a hard-to-reach population. This study concluded when only all
participants who volunteered completed the interview. Upon completion of the study, I
shared a summary of the findings with the participants.
Given the new technological advancements, a researcher must develop and
execute a data management policy for securing the data during and after completion of a
research study (Cliggett, 2013). This policy should include how the data will be stored
and eventually destroyed. To ensure confidentiality and protection of the participants, I
will continue to store the printed transcripts of the data and the USB drive containing the
electronic files in a safe for which no other person but me has the combination. After the
5 years of data storage required by Walden University, I will permanently delete the
electronic data files, destroy the USB drive, and shred the printed transcripts of the data.
The institutional review board (IRB) is responsible for protecting the rights and
welfare of human subjects (Suter & Suter, 2016). The researcher must provide detailed
information to the IRB on how human subjects can participate in the research study and
how their rights are protected (Hamilton & Stichler, 2015). Once approved, researchers

71
must follow the agreed plan (Shore et al., 2015). The IRB approval number for the study
was 09-27-17-0060068. No participant inquiry, contact, or data collection commenced
until I received approval received from the Walden University IRB.
Ethical codes of confidentiality, anonymity, and privacy of the participants
(Johnson, 2014) are a critical step of the research process when conducting interviews.
Chiasson, Terras, and Smart (2015) suggested each interview transcript should be
assigned a code to maintain the confidentiality of the participants. Typically, researchers
assign a unique participant number to represent each participant’s identity and protect the
confidentiality of the participants (Doshy & Wang, 2014; Welsh et al., 2014). I used a
unique participant coding system to protect the identity of each participant.
Data Collection Instruments
Data collection for a qualitative single case study is the first stage in the research
process (Rimando et al., 2015). The researcher is the primary data collection instrument
(Kock, Niesz, & McCarthy, 2014; Twining, Heller, Nassbaum, & Tsai, 2017) when he or
she uses an interview process to collect data from study participants (Hedlund, Börjesson,
& Österberg, 2015). I was the researcher and the primary data collection instrument in
this study.
Data collection sources typically used in a qualitative case study include
interviews, observations, and other supporting artifacts (Cronin, 2014; Kock et al., 2014).
One of the most common methods of qualitative data collection is the interview (Kock et
al., 2014; Morrison & Stomski, 2015). Options for formats of interviews include
structured, unstructured, and semistructured (Mojtahed, Nunes, Martins, & Peng, 2014).
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Semistructured interviews allow the researcher to obtain additional information during
the data collection process to facilitate development of a complete perspective through
the information sharing process (Hashim, Noordin, & Saifuddin, 2015). Archival records
used in a case study in conjunction with other data sources support the study (Yin, 2014).
As the primary data collection instrument, I collected the data using open-ended
interview questions presented in a semistructured fashion (see Appendix A). In addition, I
collected company archival documents from the participants to support the data collected
through the interviews. Finally, I allowed participants optimum flexibility to respond to
the questions during the interview.
Qualitative researchers often use procedural guides, such as the interview
protocol, to guide the data collection process (Castillo-Montoya, 2016) because using an
interview protocol can reduce potential inconsistencies during the data collection process
(Morton, Rivers, Charters, & Spinks, 2013). An interview protocol is a guide researchers
can use to gather additional information during the interview (Jansen, Capesius, Lachter,
Greenseid, & Keller, 2014). The interview protocol is a best practice used in qualitative
research to ensure the data connect to the research question and the findings of the study
(Andriopoulos & Slater, 2013). During the data collection process, I used an interview
protocol (see Appendix B) to guide the interview process and reduce possible
inconsistencies.
The data collection process I used for this single case study involved me posing
open-ended questions in semistructured interviews and collecting archival data from the
participants. Posing open-ended questions provided participants the opportunity to
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communicate comprehensive answers without constraints (Cole, Chen, Ford, Phillips,
and Stevens, 2014; Kock et al., 2014). Upon completion of the interviews, I collected
company archival data from participants for additional information to answer the research
question. Other sources of documentation are essential for corroboration of evidence
(Madhlangobe, Chikasha, Mafa, & Kurasha, 2014). Rhodes, Bergstrom, Lok, and Cheng
(2014) asserted that researchers should incorporate company archival data in the data
collection plan to answer the research question. Upon completion of the data collection
process, I conducted member checking to validate the interpreted data collected from the
participants.
Qualitative researchers use member checking as a strategy to improve the
reliability and validity of the data collected during an interview (Flicker et al., 2015).
Member checking enables the researcher to correct and validate the data findings upon
completing interpretation of the data (Birt, Scott, Cavers, Campbell, & Walter, 2016) and
increases the validity and reliability of the data collected from the participants
(Milosevic, Bass, & Combs, 2015). Member checking adds rigor to a study by providing
participants an opportunity clarify their input and decrease researcher bias (Islam &
Oremus, 2014) and provides an opportunity for the interviewees to review the interpreted
data for accuracy (Cooper, 2015). Researchers use member checking as an element of
triangulation to diminish misinterpretation by the researcher (Morse & McEvoy, 2014).
As the primary data collection instrument, I used member checking to enhance the
reliability and validity of the data collection process by providing the participants an
opportunity to verify that I had captured and interpreted their responses accurately.
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Data Collection Technique
Interviews
The face-to-face interview was one of the data collection techniques I used to
collect data on the strategies restaurant managers use to reduce employee absenteeism.
The second data source was company archival data. Interviews are one of the richest data
collection techniques used in qualitative studies (Singh, 2014). Interviews are an effective
technique for gathering information through human conversation (Qu & Dumay, 2011)
because they allow the researcher to gain a complete perspective of the information
shared during the data collection process (Hashim et al., 2015). The semistructured
interview process allows the researcher to ask additional questions and to prompt the
participant for more data, as needed, to clarify responses or if new information emerges
(Baškarada, 2014).
Interviews offer a variety of advantages and disadvantages a researcher must
consider. One major advantage of conducting interviews is the amount of quality data
collected that can be during the interview process (Cardamone, Eboli, & Mazzulla, 2014).
Face-to-face interviews allow the researcher and the participant to interact and
communicate with each other at a high level (Cardamone et al., 2014). Another major
advantage is the researcher can ensure the participant understands the question; the
researcher can provide clarification if needed (Caramone et al., 2014). In face-to-face
interviews, the researcher can observe participants’ nonverbal gestures and behaviors
(McIntosh & Morse, 2015; Seitz, 2016). A disadvantage of using interviews is the
participant might misinterpret the question (Baškarada, 2014) and not ask for
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clarification, thereby providing an answer unrelated to the question. Other disadvantages
of face-to-face interviews include the potential for interviewer bias, geographical
limitations, cost of travel to conduct the interviews, and time pressure on participants
(McIntosh & Morse, 2015). After reviewing the advantages and disadvantages of using
the interview as the primary data collection technique, I determined the advantages
outweighed the disadvantages.
The interview setting chosen offered few distractions, which allowed for clear
information gathering (Brédart et al., 2014; Urhuogo et al., 2014). Researchers should
propose different interview settings and options to the participants to reduce anxiety and
increase participation (Namageyo-Funa et al., 2014). The interview location should be a
quiet room to allow the researcher to use a recording device with minimal noise
interference (Fusch & Ness, 2015). I selected a suitable date, time, and setting prior to the
interviews. To reduce participants’ concern regarding the interview location, I offered
several secure interview locations that were private and quiet. I followed the interview
protocol (see Appendix B) as a guide through the interview process to obtain consent and
to collect data and additional information through clarification of interview questions.
Archival Data
The second data collection technique I used was to review company archival data.
Using secondary data allows the researcher to access data not normally included in the
research design (Yin, 2014). Madhlangobe et al. (2014) recommended researchers use
other sources of data in a single case study to corroborate the evidence. Archival records
in conjunction with the primary data source can support the study (Yin, 2014).
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Examining company archival data is a best practice for single case study researchers
(Green & Gooden, 2014).
Pilot Study
A pilot study is a process researchers use to refine the data collection plans and
procedures (Yin, 2014). Conducting a pilot study can help the researcher identify and
filter out potential problems in the research design (van Wijk, 2014). Dikko (2016)
recommended a pilot study to test a research instrument or the quality of the interview
protocol. After I received IRB approval, I did not conduct a pilot study. The extensive
review process and the use of the interview protocol (see Appendix B) did not warrant a
pilot study.
Data Organization Technique
Researchers construct an organizational system by using folders according to the
participant name or alias (Margarian, 2014). Researchers should use a separate Microsoft
Word file for each participant and transfer the data collected after the interview into each
participant’s respective folder (van Wijk, 2014). As a secondary option, researchers
should store the interview data collected by each participant identification number on a
compact disk (van Wijk, 2014). The researcher’s results should be organized and
maintained by data type, collected data, and data analysis results (Margarian, 2014). I
kept track of the data using electronic and paper folders. I categorized the data system
using electronic folders by the interview dates; each folder contained subfolders that
included (a) manager pseudonyms, (b) transcribed interviews, (c) scanned company
archival records, (d) reflective journals, (e) data analysis, and (g) findings. In addition,
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file folders contained copies of transcripts and company archival data organized by each
manager’s pseudonym.
The researcher must develop and execute a data management policy for securing
the data during and after completion of a research study (Cliggett, 2013). Given the
technological advancements in data management, there are several ways to secure data
and protect participants’ confidentiality (Brett, O’Neill, & O’Gorman, 2014; Cliggett,
2013). Researchers should store collected data on a compact disk according to the
interview date (van Wijk, 2014). As an alternative to compact disk, researchers can use
external hard drives or USB drives for storing confidential research data and secure these
media in a locked cabinet; electronic filing on a password-protected computer is also
acceptable (Wahyuni, 2012). As the researcher, and to comply with Walden University
IRB and DBA program requirements on participant confidentiality and protection, I
stored the printed data as well as electronic files on a USB drive in a safe to which only I
have the access code. After the required 5 years of data storage, I will permanently delete
the electronic data files, destroy the USB drive, and shred the printed transcripts.
Data Analysis
Data analysis began with member checking and ended with member checking. To
begin the data analysis process, the researcher provided each participant with the
transcript of his or her interview for review of accuracy and completeness of the
transcribed data. After data analysis was completed, the researcher provided the findings
to participants to confirm the researcher’s interpretations of the meanings of their
interview responses were accurate and complete. The ultimate purpose of member
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checking is to enable the researcher to correct and validate the data findings upon
completion of data analysis (Birt et al., 2016). Member checking involves the researcher
providing the interpreted data to the participants for validation of the data collected
during the interview (Morse & McEvoy, 2014) so participants can review the information
for accuracy (Cooper, 2015). Participants should be encouraged to correct, confirm, or
negate any errors of transcribed data using the member checking process (Birt et al.,
2016). For accuracy and transparency of data, I used the member checking process to
validate the data collected from the interview by using face-to-face meetings or by emailing the transcripts to the respective participants. I presented the options for a face-toface meeting or e-mail validation to each participant upon completion of each interview
session. The member checking process continued until the participant validated the
interview data.
Triangulation involves the researcher developing an understanding of a
phenomenon using multiple methods or data sources (Carter, Bryant-Lukosius, DiCenso,
Blythe, & Neville, 2014; Derahman, 2017). Using triangulation diminishes researcher
bias and misinterpretation of the data sources and viewpoints during data checking
against the various data sources (Cho & Lee, 2014). Researchers perform triangulation to
test the validity of the data collected from the different sources (Carter et al., 2014; Pooe,
Mafini, & Makhubele, 2015). There are four types of triangulation used for correlating:
(a) data (people, time, and space); (b) investigator (findings from multiple researchers);
(c) theory (multiple theoretical strategies); and (d) methodology data from multiple data
collection methods (Fusch & Ness, 2015).
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For this single case study, I used methodological triangulation. Methodological
triangulation is the data collection process using multiple methods about the same
phenomenon (Carter et al., 2014). Methodological triangulation enriches the credibility of
data interpretation during data analysis (van Dijk, Vervoort, van Wijk, Kalkman, &
Schuurmans, 2016). Researchers can use methodological triangulation to reduce data
misinterpretation and thereby increase the quality and reliability of the research (Cho &
Lee, 2014; Joslin & Müller, 2016). I used methodological triangulation via multiple data
collection sources, including semistructured interviews and company archival records, to
validate the data during the data analysis process.
Methodological triangulation includes the use of more than one data collection
source (Graue, 2015; Mayer, 2015). One of the steps in data analysis is to review
interview transcripts to remove unclear comments, nondescript words, and irrelevant
responses (Carter & Baghurst, 2014). Upon completion of the interviews, collection of
company archival data, and member checking, I conducted a review of the transcript to
remove unclear comments and irrelevant responses from the participants.
During the data analysis process, I incorporated each participant’s coded identifier
using a coding system of PI for participant interview followed by a number, which
removed all identifying information. For example, PI3 referred to the third participant
interviewed. Assigning a code to each participant ensures the confidentiality of that
participant during data analysis (Chiasson et al., 2015; Tobe, Ames, & Carolan, 2016).
Next, I entered the interview information and secondary data into coding and analysis
software. After the coding and analysis, I conducted a review of the conceptual
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framework and the literature review against the data analysis to identify data patterns
against the themes and emerging patterns from the collected data.
Several software programs exist to code and assist the researcher in conducting
data analysis, including Atlas.ti, MAXDQA, NVivo (Franzosi, Doyle, McClelland,
Putnam Rankin, & Vicari, 2013), GABEK-WinRelan, QDA Miner, and Microsoft Excel
(Raich, Müller, & Abfalter, 2014). NVivo is well suited to helping the researcher analyze
a wide variety of document types; the software interfaces with and allows for uploading
of Microsoft Word documents and other portable document formats, such as rich text and
plain text formats (Castleberry, 2014). NVivo is a software program that researchers use
to code and group data, extract themes, and conduct textual encoding for data analysis
(Derobertmasure & Robertson, 2014; Waller, Hockin, & Smith, 2017). Researchers use
NVivo software to quickly generate themes and reduce researcher error during the data
coding process (Edwards-Jones, 2014; Sotiriadou, Brouwers, & Le, 2014). I used QSR
International NVivo, Version 11, to facilitate coding and analysis of themes derived from
the data collected through interviews and company archival data, and to assist me in the
data analysis process by exploring themes and emerging patterns in all the data collected
during the interview process.
The coding process is the core of data analysis (Raich et al., 2014). The practice
of coding involves the researcher connecting interpretations, data sources, and report
writing parts in the data analysis (Raich et al., 2014). Identifying key themes noted from
the review of the data is part of the coding process in qualitative research data analysis
(Sümen & Calisici, 2016). Researchers regularly identify key themes during word
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frequency searches from the collected data (Houghton et al., 2016; Yin, 2014). Using the
conceptual framework to guide the data analysis process can help the researcher to
identify the key themes (Cameron, Naglie, Silver, & Gignac, 2013). Validation involves
the researcher identifying key themes that emerge from data and aligning the key themes
to the study (Chan et al., 2013). During the data coding process, I focused on connecting
the key themes and the newly published literature from the data collected by
concentrating on the concepts and theories of absenteeism identified in the conceptual
framework and literature review. As new literature and themes on absenteeism emerged, I
incorporated all newly identified information as part of the presentation of findings.
Reliability and Validity
Reliability
Reliability in qualitative research relies on the dependability of the research
(Olson, McAllister, Grinnell, Gehrke Walters, & Appunn, 2016). Dependability is the
assessment of the theory development, data collection, and data analysis process (de
Ceunynck, Kusumastuti, Hannes, Janssens, & Wets, 2013). Also, dependability is the
ability to take the data results from the study and apply them to a similar process within a
specific period of time using different circumstances (Elo et al., 2014; Pompeii, 2015).
De Ceunynck et al. (2016) explained that dependability indicates agreement between the
outcomes of the research and the documented data. The researcher’s role is to provide
rich descriptions of the participants, definitions of key themes, data collection process,
and data analysis procedures that contribute to dependability of the research study
(Lishner, 2015). Morse (2015) argued that dependability increases when another
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researcher can readily follow the decision process used by the original researcher. To
ensure reliability, I utilized member checking to validate the accuracy of the data
collected. Member checking enables the researcher to correct and validate the
interpretation of responses upon completion of data interpretation (Birt et al., 2016) and
provides an opportunity for the interviewees to validate the accuracy of the collected and
interpreted data (Cooper, 2015). Member checking adds rigor to a research study by
providing participants an opportunity clarify their input and decrease researcher bias
(Islam & Oremus, 2014), as well as increases the validity and reliability of the data
collected from participants (Milosevic et al., 2015).
Validity
Validity of data is contingent on the credibility of the data collected during the
research process (Carter & Baghurst, 2014). Credibility is determined based on
evaluation of the research findings from the data obtained from the viewpoint of the
participants (de Ceunynck et al., 2013; Naumann, Bowden, & Gabbott, 2017). To ensure
credibility, I used methodological triangulation. Methodological triangulation is the use
of multiple data collection processes regarding the same phenomenon (Carter et al.,
2014). Methodological triangulation enhances the credibility of the data interpretation
during the data analysis process (van Dijk et al., 2016). Researchers use methodological
triangulation to reduce data misunderstanding and increase the reliability of the research
(Leon, 2015). For this study, I conducted triangulation using data collected from
semistructured interviews and company archival data. Transferability is the degree the
context of the findings fit outside the study (Pompeii, 2015). Providing thorough
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descriptions of the research helps future readers of the study to transfer the findings to
another context (Moon, Brewer, Januchowski-Hartley, Adams, & Blackman, 2016; Pooe
et al., 2015). To satisfy the requirement for transferability, I provided rich and detailed
descriptions to validate the research context for future researchers.
In qualitative research, a threat to transferability derives from the researcher’s
failure to provide detailed and thick descriptions in the research (Morse & McEvoy,
2014; Pompeii, 2015). Transferability is the degree to which the study findings can fit
within a context outside the study (Pompeii, 2015) and future researchers can evaluate
future findings to another context (Brooks & Normore, 2015; Elo et al., 2014). As such,
the researcher should provide detailed descriptions of the research context, participants,
data analysis process, and research findings (Elo et al., 2014; Sarma, 2015). To satisfy
transferability, researchers should provide detailed, thick descriptions to assist other
readers in extrapolating the findings and constructs meaningful to other places and people
(Pompeii, 2015). To reduce threats to transferability, I provided rich and detailed
descriptions of the participant, research context, and data analysis. By providing thorough
descriptions, analysis, and findings in this study, I enabled current and future readers and
researchers to make an informed decision about the transferability of findings derived
from the research study.
Confirmability is the perspective of the inquirer’s interpretation to bias, interest,
and motivation (Pompeii, 2015) and is the result of making the research process so
transparent that readers can verify, if similar research is conducted, the research achieves
similar conclusions (van der Merwe & Nienaber, 2015). To address confirmability, I used
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member checking, collect data from multiple data sources, and prepare an audit trail. The
use of member checking ensures confirmability (Killawi et al., 2014) and increases the
accuracy and validity of the researcher’s findings (Morse & McEvoy, 2014). Researcher
bias in the study findings may result in the collection of data from only one data source
(Ellram & Tate, 2016). To enhance the confirmability and reduce researcher bias, I
collected data from multiple sources, which included semistructured interviews and
company archival data. An audit trail is composed of details of data collection, the
methods used to collect the data, and the data analysis process (Morse & McEvoy, 2014).
A research study audit trail should include the researcher’s interview notes, journal, and
complete description of the interview process (Morse & McEvoy, 2014). For this study,
the audit trail consisted of the research proposal and justification, and the data collection
and interview notes. The NVivo software was the study record used for data analysis and
data analysis process.
Boddy (2016) and Pillay and Mafini (2017) defined data saturation as the point at
which the researcher determines no new themes or information will be observed from
further data collection through additional interviews or cases. Fusch and Ness (2017) and
Adham et al. (2015) added that data saturation is the point at which additional coding is
no longer feasible. To achieve data saturation, I interviewed managers until no new data,
themes, or codes emerged from the interviews.
Transition and Summary
Section 2 contained a restatement of the purpose of the study and the role of the
researcher. I described the participants and justified the research method and research

85
design. I also included a description of the participants, population and sampling, data
collection, and data organization. This section included a discussion on ethical research
and the reliability and validity of the study.
In Section 3, I include an overview of the study, the analysis of the findings of the
collected data, a discussion of the application to professional practice, and implications
for social change. Also in Section 3, I present my recommendations for action and future
research on employee absenteeism. Section 3 concludes with a discussion of my
reflections on the doctoral journey, and the study summary and conclusions.
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Section 3: Application to Professional Practice and Implications for Change
Section 3 includes an overview of the purpose of the study, the study research
question, and a presentation of the findings. I collected data for this study from interviews
and company archival documents. The data collected was then transcribed, uploaded into
data analysis software, compiled, and interpreted, allowing for the development of a
conclusion to answer the central research question. Section 3 concludes with the study
application to professional practice based on the research findings, implications for social
change, and recommendations for future research actions for managers on employee
absenteeism. The section concludes with a summary addressing the importance of
implementing effective strategies to reduce employee absenteeism in the restaurant
industry.
Introduction
The purpose of this qualitative descriptive single case study was to explore the
strategies that restaurant managers use to reduce employee absenteeism. The study
consisted of three recruited participants from a single restaurant located in the BaltimoreWashington, DC, metropolitan area that had successfully implemented strategies to
reduce employee absenteeism. I posed 10 interview questions (see Appendix A) to each
of the participant restaurant managers to gain an understanding of the strategies they used
to reduce employee absenteeism. All three participants (PI1–PI3) held management
positions in the restaurant and were involved in implementing strategies to reduce
employee absenteeism.
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In addition to conducting semistructured interviews, I reviewed company policy
documents, employee performance reviews, and company memorandums. Each
participant signed an informed consent form before the interview began. Information
revealed by participants in the interviews indicated the managers were effective in
improving employee absenteeism by consistent enforcement of policies, engaging in
clear communication between the management and the employees, and providing a
positive work environment. These themes emerged from the analysis of data collected
through the interviews and a review of company archival documents.
In Section 3, I provided the study research question, an overview of the purpose
of the study, and a presentation of the findings. The data that I collected from the
interviews and company archival documents presented conclusions based on my actions
of transcribing, compiling, and interpreting. Conclusions were used to answer the central
research question. Section 3 concludes with the application of the study to professional
practice based on the research findings, implications for social change, and
recommendations for future research actions for managers to take on employee
absenteeism. I then address the importance of implementing effective strategies to reduce
employee absenteeism in the restaurant industry.
Presentation of the Findings
The overarching research question in this descriptive single case study was: What
effective strategies do restaurant managers use to reduce employee absenteeism? On
average, an employee is absent 9 days each year (Kocakulah et al., 2016). In the United
States, employee absenteeism cost exceeds 15% of company profits (Kocakulah et al.,
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2016), or approximately $16,000 per employee annually (Lally, 2014). To discover the
themes that might provide insight into the strategies restaurant managers used to reduce
employee absenteeism, I conducted semistructured face-to-face interviews with three
managers of a restaurant located in the Baltimore-Washington, DC, metropolitan area.
Each participant’s interview lasted 45 minutes, and all interviews took place in a private
area of the restaurant. I used QSR International NVivo Version 11 data analysis software
to organize, code, and query the uploaded data to identify and connect the major themes
in the transcribed audio files of the semistructured interviews with each of the
participant’s responses and notes from the review of company documents related to the
research question. Three themes emerged from the data analysis: (a) communication, (b)
consistent enforcement of management policies, and (c) positive work environment.
Theme 1: Communication
The first theme that emerged from analysis of the data collected in this study was
communication. All three participants referred to communication between the manager
and the employee as a critical part of their strategies to reduce employee absenteeism.
Managers use communication to keep employees informed about all information related
to company policies, especially employee absenteeism. Managers who use effective
communication practices can reduce employee absenteeism (PI1 and PI2). Participant PI1
shared, “Managers must communicate with each employee daily to build a connection of
trust. The trust built between managers and employees opens the lines of communication,
therefore presenting an opportunity to discuss employee performance, especially
absenteeism issues” (PI1).

89
Employees are more inclined to share information about themselves when they
are comfortable communicating with management (PI2). Participant PI3 stated,
“Communicating daily with each employee, no matter how quick the conversation is,
builds trust between the manager and the employee.” Participant PI3 further noted that
when an employee is struggling with maintaining good attendance, a quick conversation
about the need to maintain good attendance with the employees often results in the
employee making an effort to improve attendance by mitigating his or her future
absenteeism. Communication and building trust with the employees can influence and
improve absenteeism (PI1, PI2, and PI3). The findings of the outcomes associated with
building trust and having good communication between the manager and the employee
were similar to the findings of Sutanto and Kurniawan (2016). Their findings suggested
that improvement of the working relationship between employee and employer could
build trust and open the lines of communication.
Concerning the importance of communication, Participant PI2 stated that
managers should use clear and concise communication to encourage the employee, not
intimidate or scare the employee to change. Some former managers used communication
to intimidate the employees to change their absenteeism habits, often resulting in that
employee, who was intimidated by the manager, absenteeism increasing, or even quitting
altogether (PI2). As long as the manager openly communicates what the standards are,
and management is transparent, employees will respect that clear communication and will
improve their attendance (PI2). Participant PI1 specified, “Since the management team
determined clear and concise communication to be a vital part of employees’ response to
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change, training in effective communication with employees is a standard part of the
manager’s training program.” Training managers to use clear and concise communication
with the employees has resulted in reduced misunderstandings about absenteeism (PI3).
Management training on communication has also helped new managers communicate
using positive words of encouragement rather than intimidation to get employees to
change their absenteeism habits (PI2). These findings concerning the importance of using
clear and concise communication are similar to those reported by Justin, Kaitlynn,
Bharat, and Jitendra (2017). Justin et al.’s findings indicate that a good practice for
motivating and empowering employees is clear and concise communication from the
management team. Employees often respond quickly when the communication between
the manager and the employee is clear and concise, and that response with decreased
levels of absenteeism.
One-on-one meetings are another effective method of communication with the
employees (PI1, PI2, and PI3). One-on-one meetings with the employees were the most
efficient way to communicate with the employee, especially when addressing violations
of the absenteeism policy (PI2 and PI3). Participant PI3 shared that communicating in a
group format is not always effective, especially when only a small number of the
employees are violating the absenteeism policy. In addition to management holding oneon-one meetings to communicate policy violations, managers used the one-on-one
meeting format as an initial step to the disciplinary process (PI1, PI2, and PI3).
Employees often share more information about why they have been absent from work
when meeting with the manager in a one-on-one meeting (PI3).
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Managers use the one-on-one meeting to discuss absenteeism to help employees
develop absenteeism reduction strategies, improve trust and performance, and expand the
lines of communication with management (PI2). PI1 underscored the importance of
holding one-on-one meetings as a means of helping to expand the communication efforts,
increasing employees’ accountability for their actions, and contributing to improvements
in reduced employee absenteeism. The findings concerning managers’ use of one-on-one
meetings to expand communication efforts between management and employees were
similar to those of Pulakos, Hanson, Arad, and Moye (2015). The researchers found that
communication through one-on-one meetings can help employees solve problems while
providing opportunities for managers. This one-on-one meeting time with the employees
provides an opportunity for managers to reinforce policies to encourage change.
Communicating accountability from the managers to the employees is another
effective strategy to reduce employee absenteeism. Employees often share among
themselves their knowledge about the company absenteeism policies and practices (PI1,
PI2, and PI3). Managers rely on employees to communicate attendance and absenteeism
policies from one employee to another (PI1 and PI2). Employees work with each other
every day, usually on the same shift. When an employee is consistently absent, other
employees working that shift must cover for the absent employee. Participant PI1 stated,
“We have a small management staff. Therefore, we use employees as peer-to-peer
communication channels to hold employees accountable when another employee is
consistently absent.” Participant PI3 shared that employees hold each other accountable
more often than the managers hold the employees accountable. Consequently,
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communicating attendance policies with the employees through accountability from the
manager and employee-to-employee means that employees hold each other accountable
for showing up for work or finding a replacement for the shift (PI2).
Overall, participants PI1, PI2, and PI3 reported believing that employee
accountability, from both manager to employee and from employee to employee, helps to
reduce employee absenteeism. More recently, Pulakos et al. (2015) asserted that to
motivate change in employees, managers should use a group of champions (other
employees) within the organization. These champions help to open communication
channels, eliminate barriers, and contribute toward modeling a new mindset that fosters
communication between managers and employees and between employers and
employees.
A review of the employees’ annual performance documents revealed information
on several previous meetings between individual employees and the manager on the topic
of absenteeism along with a history of the employees’ absenteeism. Noted on each
employee’s performance record was a summary of the employee’s absenteeism patterns
between review cycles. The findings from the review of the employee performance
records revealed the tracking process of employees’ absences is still a work in progress.
Some of the employees’ performance records included detailed accounts of absenteeism
patterns, whereas other records mentioned the employee absenteeism problem but
contained no detailed information on patterns of employee absenteeism.
Participant PI1 shared that absenteeism documentation by management lacks
consistent tracking of the employee absenteeism record. Although the absenteeism
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documentation was lacking on the employee record, there were enough data collected on
the employee to determine whether the employee has an absenteeism issue that must
improve during the next review cycle. Participant PI3 underscored that management must
do a better job, consistently noting employee absenteeism history and meeting notes to
address an absenteeism problem before the employee reaches the performance review
process. Consistent with the findings, each participant mentioned the performance review
process, noting an employee absenteeism history is valuable information in
management’s strategy for reducing future employee absenteeism.
Correlation to the Conceptual Framework
Theme 1 supports Vroom’s (1964) expectancy theory that leaders must discover
how to communicate with employees to inspire employees to achieve personal goals that
constitute acceptable performance. Vroom noted that leaders can motivate and influence
employee performance and outcomes through increased knowledge about the needs and
desires of employees. A leader’s ability to understand the expectancy of the employee as
related to improving the employees’ motivation, performance, and expected outcomes is
vital to influencing the employee to change (Vroom, 1964). Communication is important
to increasing motivation (Hancock, 1995). When a manager communicates the expected
performance outcomes desired by the organization, and the employee perceives his or her
goals are congruent with the goals of the organization, the employee is motivated to
satisfy the performance outcomes if the necessary behavior results in a desirable reward.
Therefore, when a manager uses communication with employees to address absenteeism
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policies and expectations, the interaction can influence a motivational change in the
employees’ behavior, thus reducing absenteeism.
Theme 2: Consistent Enforcement of Management Policies
The second theme that emerged from analysis of the data was consistent
enforcement of management policies. Each participant emphasized that consistent
enforcement of management policies between the managers is an essential strategy for
reducing employee absenteeism (PI1, PI2, and PI3). Participants PI1 and PI2 underscored
the importance of managers’ support of other managers’ decisions related to absenteeism.
Although another manager’s decision may not be the best decision at that time, the
management team must support that manager’s decision while in the presence of the
employee, which shows consistent policy enforcement within the management team
(PI2). During each management meeting, each manager reviews and discusses all policy
changes to ensure that the entire management team understands all policy changes and
the enforcement process of the policy (PI3). Once each manager is clear about the content
of all policies and how to enforce each policy, the key is to inform each employee about
the policy to sustain consistent management enforcement practices.
Informing employees of all policies is a critical step in management’s
enforcement of the policy on absenteeism (PI1 and PI3). The findings concerning the
importance of consistency between policy enforcement among all managers in the
organization are similar to those reported by Chen, Ramamurthy, and Wen (2015). Chen
et al.’s findings indicated that there is a positive response to policy enforcement when
management’s enforcement of policies is consistent and employees are aware of all of the
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policies and the implications of policy violation. Employees often have a keen awareness
of management’s lack of consistent policy enforcement and will use lack of consistent
policy enforcement to violate a policy (PI1 and PI2). Participant PI1 remarked, “All
managers play an important role in reducing absenteeism by strictly enforcing company
policies.” Comparatively, employers review and enforce company policies, and employee
awareness of all policies must be consistent when management must document employee
violations of company policies (Ford, Willey, White, & Domagalski, 2015). Consistent
enforcement of management policies by each manager leads to each manager’s
compliance with the policy guidelines, thus reducing employee absenteeism.
Consistent enforcement of management policies leading to policy compliance of
all managers with company policies on absenteeism is a critical part of the strategies for
reducing employee absenteeism. The strategy of management policy enforcement
consistently validates the employment agreement and the acceptance of the policy.
Managers who comply with executing the policies of the company and employees who
comply with those policies on absenteeism authenticate the management practices
regarding consistent execution (PI1, PI2, and PI3). The manager who does not
continually enforce management’s policies, such as the several incidences in which the
manager forgot to follow up with employees who were absent and who had not complied
with the policy to find coverage for their missed shifts (PI2), has an adverse effect on the
consistency of policy enforcement practices. This lack of consistent enforcement of
management policies can reduce employee morale and increase employee absenteeism.
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In case studies, researchers collect data through interviews, observations, and
company archival document artifacts (Cronin, 2014; Kock et al., 2014), such as
memoranda, company policies, and employee records. I reviewed the absenteeism policy,
memoranda on absenteeism, and many employee performance review records from the
company for the past year. The company policy on absenteeism outlined call-out
procedures and the systematic process to address a policy violation, which included a
notation on the employee’s record.
Employee records included notations about the frequency of employee
absenteeism and the reasons for the absence. Employees who did not comply with the
“no call/no show” absenteeism policy for a work shift received a notation of the policy
violation in his or her employee file (PI1, PI2, and PI3). Notations in the employee’s
record indicated a one-on-one meeting about the absence conducted between the manager
and the employee. Participants PI1 and PI3 commented there are some times when policy
follow-up—a one-on-one absence meeting between the manager and the employee—is
not held and the employee not counseled on the policy standards. This lack of follow-up
is a missed opportunity for the manager to enforce an absenteeism policy violation and
outline the need for the employee to improve attendance. Although the policy clearly
outlines employee call-out and policy violation procedures, management should
consistently enforce the policy by reminding the employees of the policy and the
consequences of failing to follow the policy (PI3). The company memorandums and the
notations in the employee records supported the findings that managers may accomplish
consistent enforcement of absenteeism policies through policy enforcement, informing
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employees of policy requirements and execution, ultimately reducing employee
absenteeism strategies. Overall, 90% of the time, employees are compliant with the
company policies on employee absenteeism.
Correlation to the Conceptual Framework
Theme 2 supports Vroom’s (1964) expectancy theory that leaders should know
their employees’ needs and desires to know how best to motivate employees to meet
leaders’ expected performance outcomes. In this study, all three participants spoke about
the importance that managers must have a clear process for motivating employees
through policy enforcement. The findings represented in this theme convey that leaders’
knowledge and capabilities are critical to influencing a motivational change in employee
behavior. These findings are similar to those reported by Bandow and Self (2016).
Bandow and Self reported that providing employees with a clear understanding of
performance, expected outcomes, and rewards is important for motivating employees to
change. Therefore, when employees have a clear understanding of the policies related to
absenteeism, employees can self-modify individual behavior to meet the expected
performance outcomes outlined by management. Vroom asserted that the more effort
leaders make to increase their knowledge of employees’ needs and expected rewards, the
better leaders can motivate and influence employee performance and outcomes.
Therefore, managers who consistently enforce company policies on absenteeism could
influence a motivational change in the employees’ behavior, thus reducing absenteeism.
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Theme 3: Positive Work Environment
The third theme that emerged from analysis of the data was a positive work
environment. Participants PI1, PI2, and PI3 emphasized that one of the key strategies to
reduce employee absenteeism is maintaining a positive work environment. The results of
this study revealed employee observations of the workplace environment are either
positive or negative on a daily basis (Cascio, 2015). Participant PI3 shared that when an
employee leaves work at the end of the day with the perception of a positive work
environment, that employee will show up for work on his or her next scheduled shift.
However, if that same employee leaves for the day with the perception of the
environment at work as being negative, that employee will think negatively about the
next shift and whether or not he or she wants to come to work (PI3). Employees’
perceptions of the work environment as positive and supportive affects their decision to
report to work.
Maintaining a positive work environment in which the employee wants to come to
work is essential for reducing employee absenteeism. For the service industry, such as the
restaurant industry, understanding how employees view the work environment is critical
because the influence that a negative environment can have an adverse effect on an
employee’s decision to attend work. If the environment is not positive, the employee
starts to dread coming to work every day, thereby increasing the possibility of being
absent (PI1). Gohar, Bashir, Abrar, and Asghar’s (2015) findings revealed that employees
who have a perception of the work environment as a positive one are less likely to be
absent. In keeping with Gohas et al.’s findings, Jiménez, Dunkl, and Peißl (2015) found
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that employees with a negative perception of the work environment have elevated levels
of absenteeism. Employee perceptions of the working environment affect their decisions
to attend work or to be absent for the day.
Analysis of the data collected for this study indicated managers concur that
employees apparently prefer a supportive working environment. The notion of a
supportive environment based on the employees’ perceptions of a supervisor’s support,
fairness, and open communication (Johansen & Cadmus, 2015). An employee often
adjusts to a work environment quickly if the employee appreciates how the manager
supports the employee. Participant PI3 indicated that a supportive work environment in
which the management team is concerned about employees’ problems experiences
reduced absenteeism. Managers found that employees with work ethics and a culture of
belonging to part of a team have low incidences of absenteeism (PI1).
A manager showing appreciation for an employee’s hard work and recognizing
that employee by praising his or her work builds an environment that is supportive, which
contributes to reduced absenteeism (PI3). The manager who takes the time to value an
employee, recognize an employee for reaching a set goal, and following company policy
helps maintain a work environment that supports employees’ accomplishments (PI2). The
findings concerning the importance of all managers providing a supportive working
environment are similar to those reported by Colquitt and Zipay (2015). Colquitt and
Zipay’s findings revealed that a supportive environment builds employee confidence,
which can change an employee’s behavior. Overall, all three participants in the present
study expressed similar sentiments: when a management team provides a positive,
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supportive, and fair working environment, employees perceive the environment as a
place where they want to come to work, thus reducing their absenteeism.
During a review of company artifacts, some of the notes from management
meetings and employee performance review records were found to contain information
about the positive work environment in the restaurant. From the information viewed,
sustaining a positive work environment was essential to the management team as well as
employees. Notes from one meeting mentioned the discussion of a previous meeting in
which the importance of maintaining a positive work environment to build manager and
employee trust. Several notations from the meetings stressed the importance that the
management team must engage in positive but firm interaction and communication
practices with the employees to sustain the employee’s perception of the restaurant as a
fair and positive work environment. Some employee performance review records
contained comments on efforts of the management team to sustain a positive work
environment, which was one of the reasons the employee continued to work at the
restaurant. Several other employee performance records included notes that the restaurant
was fun and had a positive atmosphere. However, one employee performance record
included a note that the work environment was not positive.
Correlation to the Conceptual Framework
Theme 3 supports Vroom’s (1964) expectancy theory that leaders must discover
what employees value to reduce absenteeism. Vroom explained that employees make
conscious choices and motivational adjustments in an environment conducive to levels of
performance relative to completing a task. Employees often make decisions to adjust
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their behavior, such as reduced absenteeism, which indicates a correlation between the
efforts and the performance. The findings represented in this theme indicate that the
workplace environment can have an effect on employee absenteeism. These findings are
similar to those reported by Ali et al. (2015). Ali et al. indicated the environment of the
workplace has an effect on employees’ levels of performance, which influences
employees’ absenteeism. Vroom asserted that when leaders increase their knowledge of
what employees value, leaders can influence the employee decision process, which
reduces employee absenteeism.
Applications to Professional Practice
Since absenteeism disrupts workflow and increases costs for organizations in the
restaurant/food service industry (Cucchiella et al., 2014; Frost, 2016), profits are lost
when leaders of the organization must additional hire workers or pay current employees
to cover the duties of absent employees (Frick et al., 2013). As noted by Kocakulah et al.
(2016), on average, the cost of employee absenteeism exceeds 15% of company profits
each year due to lost productivity, overtime pay, and costs incurred for staff replacement.
Business leaders are not prepared to manage employee absenteeism (Ford, 2014).
Regardless of whether the problem begins with managers’ preparedness or employees’
behavior, employee absenteeism continues to affect the productivity and profitability of
organizations (Diestel et al., 2014; Onikoyi et al., 2015).
The results of this single case study indicated that restaurant managers used
strategies of communication, consistent enforcement of management policies, and a
positive work environment to establish an atmosphere conducive to reducing
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absenteeism. I limited the participants to managers of a single restaurant who had created
and implemented successful strategies to establish an atmosphere to reduce employee
absenteeism. The study findings could add to refining business practices within the
restaurant industry. Restaurant managers could use the strategies identified by the themes
of communication, consistent enforcement of management policies, and positive work
environment to sustain financial well-being, improved employee productivity, and
increased organizational profitability in the restaurant industry.
Business leaders could use the strategies of communication, consistent
enforcement of management policies, and positive work environment within their
organization to achieve similar objectives of reducing employee absenteeism. As
evidenced by this study, open communication, the consistent enforcement of management
policies, and a positive work environment are effective ways to develop long-term
reductions in employee absenteeism, which could have a positive effect on organizational
financial outcomes (Lambert et al., 2014) and employee productivity (Kocakulah et al.,
2016). Chen et al. (2015) identified the importance of consistent enforcement of
management policies as a positive response to employee absenteeism when employees
are knowledgeable about all policies. Gohar et al. (2015) concluded that employees who
have a positive perception of the work environment are less likely to be consistently
absent. Justin et al. (2017) acknowledged motivating and empowering employees through
communication from the management team is a good practice. Business leaders could use
effective strategies to incorporate communication, consistent enforcement of
management policies, and a positive work environment in many of their business
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practices to reduce employee absenteeism and contribute to a change in the organization,
especially financial change.
My goal in conducting this single case study was to identify strategies restaurant
managers use to address employee absenteeism. The findings from this study provide
restaurant managers and owners with evidence of how effective strategies can reduce
employee absenteeism in the organization and sustain productivity and profitability.
Members of the restaurant/food service industry have expressed particular concerns with
employee absenteeism (Ukandu & Ukpere, 2014), but these statements regarding
absenteeism could apply to other industries.
Implications for Social Change
This qualitative descriptive single case study on employee absenteeism is
significant to social change because it provides insights on how restaurant managers
reduce employee absenteeism through implementation of effective strategies. Other
restaurant managers and members of management in other industries can use these
findings to understand how to reduce employee absenteeism through the implementation
of effective strategies. The primary objective of this research was to explore strategies
used by restaurant managers to reduce employee absenteeism. Employee absenteeism
affects not only the company that employs these individuals, but also the community in
which the company is located and the employees reside because employee absenteeism
has an adverse effect on profits and might reduce the quality and number of services
offered (Mathe & Slevitch, 2013). Ultimately, employee absenteeism can affect the
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ability of the company to sustain employment and remain in business by having an
adverse effect on its financial well-being.
Researchers have suggested employees display psychological effects of job
dissatisfaction, which attributed to poor organization content; employees who reported
not being satisfied with performing their duties demonstrate stress in the workplace and
exhibit increased absenteeism from work (Giorgi et al., 2015). Furthermore, researchers
have suggested that leadership in an organization is a major cause of employee behavior
changes in the workplace (Lindblom et al., 2015; Yao et al., 2014), which influences
employee absenteeism. Managers and leaders can use the strategies revealed from the
findings of this study to implement their own strategies to reduce employee absenteeism
and to promote organizational profitability. Investment in these strategies can enhance the
financial success of the organization (Phillips & Stein, 2013). Investment in the economic
development of the community requires organizations to sustain their business and attract
and promote future growth (Phillips & Stein, 2013). Reducing employee absenteeism
empowers managers and leaders to improve profitability and productivity, which can lead
to new opportunities in employment and organizational sustainability and position the
families of employees to sustain and advance their own financial status.
Recommendations for Action
Restaurant managers can use the findings of the study to incorporate effective
strategies into their business operations to reduce employee absenteeism. In an industry
that in 2017 employs nearly 15 million people (National Restaurant Association, n.d.),
implementing some of or all of the strategies shared by the participants in this study—
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communication, consistent enforcement of management policies, and a positive work
environment—might result in improved productivity, profitability, and sustainability. The
knowledge based on experience shared by the participants in this study could be helpful
to restaurants managers and owners who seek to reduce employee absenteeism.
Findings derived from data collected as part of this study may inspire business
leaders to develop parallel or new strategies similar to those of communication,
consistent enforcement of management policies, and a positive work environment that the
three restaurant managers who participated in this study believed were effective in
reducing employee absenteeism. By improving employee absenteeism, restaurant
managers can promote financial stability for their business, their employees, and their
community through reduced costs and increased productivity and profitability. The
findings from this study also may provide restaurant managers experiencing high levels
of employee absenteeism with helpful ideas of how to implement and increase employee
productivity, improve organizational profitability, and expand sustainability in a
competitive restaurant industry.
I recommend restaurant managers and leaders review the findings of this study as
a first step to developing strategies that could be useful to their organization. Managers
need to implement effective strategies to reduce employee absenteeism; these strategies
may aid in promoting employee accountability and show employees the meaning of work
ethic by consistently attending work. Restaurant managers could use the results of this
study to establish strategies of communication, consistent enforcement of management
policies, and a positive work environment throughout the operations of the organization
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to mitigate absenteeism. In addition to restaurant managers benefiting from the findings
of this study, business leaders in other industries could implement and integrate the
strategies of communication, consistent enforcement of management policies, and a
positive work environment to improve employees’ perception of their work atmosphere
and thereby reduce employee absenteeism.
I plan to disseminate the findings of this single case study through various
methods. Each participant in the study received the opportunity to receive a
two-page summary of the findings of the study. The participants can share this two-page
summary with their peers, as well as with other business managers, owners, and
employees. The study will also be published and available through the ProQuest/UMI
dissertation database for use by scholars and other organizations. Additionally, I will seek
opportunities to present the findings at business-related conferences, forums, and events.
Finally, I will inform the National Restaurant Association and the Restaurant Association
of Maryland of the study findings, offer an executive summary, and seek permission to
present the results at any of their conferences and events.
Recommendations for Further Research
The purpose of this qualitative descriptive single case study was to explore the
strategies that restaurant managers use to reduce employee absenteeism. The participants
in this study provided valuable information and insights into how they have reduced
employee absenteeism, but further research on this topic recommended in a future study.
The limitations discussed in Section 1 addressed future research through the use of
alternative interview questions. The participants were comfortable during the interview
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session. There were times during each interview when the participants’ answers were too
brief, which resulted in the interviewer trying to elicit more details (Baškarada, 2014) to
supplement the answers to the primary questions. Another limitation could be the
participants’ poor memory (Baškarada, 2014; Yin, 2014), which might have undermined
the richness of the data collected during the interviews. Shortcomings in memory on any
question supplemented with information collected from other data sources (Baškarada,
2014).
Recommendations for further research include extending the research into
different geographical locations, the use of a variety of different types of restaurants, and
more managers to expand the sample size. Exploring strategies to reduce employee
absenteeism in other geographical settings and the use of a broad variety of different
restaurant types in future research might further advance the general knowledge base of
approaches to resolve employee absenteeism in the restaurant industry. Future
researchers might wish to consider conducting a similar study in other industries. For
example, researchers might examine employee absenteeism in the education industry, the
health care industry, and the social service industry. Research might be extended to
include other internal and external environments. Further research may provide
managers, leaders, and owners of restaurants with insight on how to improve employee
absenteeism, which could add to the knowledge base of strategies used to reduce
employee absenteeism and increase employee productivity, organizational profitability,
and survival in a highly competitive market.
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Reflections
The journey during the DBA doctoral study process was a challenge that was
sometimes frustrating, but also rewarding. Every scholarly process at this level needed to
be rigorous to ensure the student meets the requirements of the university. Although
achieving this degree was essential to advancing toward my career goals, there were
times when I questioned whether I could complete this process. Now that I have
completed this process, I feel ready to take on the next challenge of becoming a tenured
faculty. Additionally, completing this study has helped me to refine my research skills,
and helped me to enhance my understanding of employee absenteeism.
My interest in employee absenteeism started with a conversation between a group
of students and me during an entrepreneurship class. The class focused on the steps to
become a business owner and the challenges of owning a business, especially a
restaurant. In one class session, the students and I started listing ways to mitigate the
problem of employee absenteeism. Each week, we focused on one of those improvements
and determined how to solve the issue the issue of absenteeism so that restaurant
managers could focus on the customer experience. Although the students and I developed
a detailed list of possible solutions to employee absenteeism that were easy to implement,
in this study, I took the process a step further by exploring the issue in depth and in
person. I reached out to restaurant managers who had solved the issue of employee
absenteeism. The responses of the managers in this study helped me to realize addressing
the problem of employee absenteeism involves more than just listing solutions, but also
implementing to change. Change is the key to successfully reducing employee
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absenteeism. Finally, I realized that the restaurant industry could be a profitable and
worthwhile business for new and seasoned owners if management gains and implements
a better understanding of strategies used to reduce employee absenteeism.
Conclusion
Employee absenteeism is a common and costly problem for many businesses.
Lost productivity, sick-time wages and benefits, low performance, and low employee
satisfaction increase the organizational costs of absenteeism (Mahy et al., 2016). Within
the restaurant industry, employee absenteeism costs organizations over 15% of the
company profits each year (Kocakulah et al., 2016). The purpose of this qualitative single
case study was to explore the strategies restaurant managers use to reduce employee
absenteeism.
The findings from this descriptive single case study revealed that restaurant
managers can improve employee absenteeism through communication, the consistent
enforcement of management policies, and maintaining a positive work environment in the
organization. Participants in this study shared their knowledge, which could prove to be
helpful to restaurant managers and owners who seek to shift employee behavior and
improve the working environment to reduce employee absenteeism. Analysis of data
collected as part of this study indicated that ways to reduce employee absenteeism might
be as simple as employers implementing strategies of communication, consistent
enforcement of management policies, and maintaining a positive work environment. The
findings from this study may encourage restaurant managers to take appropriate actions
to reduce employee absenteeism, and future researchers could investigate the problem by

110
adding additional questions that may uncover other employee absenteeism intentions
within the restaurant industry, as well as in other industries. Managers implementing
effective strategies to reduce employee absenteeism can encourage employee
accountability and show employees the meaning of work ethic by consistently attending
work.
Restaurant managers may reduce employee absenteeism, which can affect
performance and profitability of the organization, by implementing the strategies
recommended in this study. Peer-reviewed sources referenced in this study provided
some terminology on employee absenteeism, insight on factors contributing to
absenteeism, and strategies leaders follow to reduce employee absenteeism. The
knowledge shared by the participants in this study may contribute to the success of other
restaurants struggling with high levels of employee absenteeism. Company archival
records such as memorandums, employee records, management meeting notes, and
employee performance records may help the manager understand that employees want to
change past behavior by reducing their absenteeism rate. The findings from this study
may inspire restaurant managers experiencing high levels of employee absenteeism to
address the problem by implementing strategies to increase employee productivity, which
will improve organizational profitability and expand sustainability in a competitive
restaurant industry.

111
References
Abraham, T. (2014). Using ethnography to inform policy and programs for the
integration of immigrants: A case study in Andalusia, Spain. Journal of
International Migration and Integration, 15, 117–134.
https://doi.org/10.1007/s12134-013-0271-y
Abro, M. M. Q., Khurshid, M. A., & Aamir, A. (2015). The use of mixed methods in
management research. Journal of Applied Finance and Banking, 5(2), 103–108.
Retrieved from https://www.scienpress.com/journal_focus.asp?Main_Id=56
Adesoro, O., Shumba, C., Kpamor, J., Achan, J., Kivumbi, H., Dada, J., . . . Baba, E.
(2016). Health worker perspectives on the possible use of intramuscular
artesunate for the treatment of severe malaria at lower-level health facilities in
settings with poor access to referral facilities in Nigeria: A qualitative study. BMC
Health Services Research, 16, 1–11. https://doi.org/10.1186/s12913-016-1811-x
Adham, K. A., Sarkam, S. F., Ghanie, S. K. M., Kasimin, H., Muhamad, N. S., & Said,
M. F. (2015). A cybernetics approach to inclusive growth analysis: A case of one
district. Systemic Practice and Action Research, 28, 595–612.
https://doi.org/10.1007/s11213-015-9348-1
Ahmed, S. F., & Carrim, N. M. H. (2016). Indian husbands’ support of their wives’
upward mobility in corporate South Africa: Wives’ perspectives. SA Journal of
Industrial Psychology, 42, 1–13. https://doi.org/10.4102/sajip.v42i1.1354
Alahmad, G., Al Jumah, M., & Dierickx, K. (2015). Confidentiality, informed consent,
and children’s participation in research involving stored tissue samples:

112
Interviews with medical professionals from the Middle East. Narrative Inquiry in
Bioethics, 5, 53–66. https://doi.org/10.1353/nib.2015.0013
Alderfer, C. P. (1969). Job enlargement and the organizational context. Personnel
Psychology, 22, 418–426. https://doi.org/10.1111/j.1744-6570.1969.tb00342.x
Alexander, C. A., & Wang, L. (2015). Obesity and nutrition epidemiology: A study of
cause and effect. World Journal of Nutrition and Health, 3, 8–15.
https://doi.org/10.12691/jnh-3-1-2
Ali, A. S., Chua, S. J. L., & Lim, M. E.-L. (2015). The effect of physical environment
comfort on employees’ performance in office buildings: A case study of three
public universities in Malaysia. Structural Survey, 33, 294–308.
https://doi.org/10.1108/SS-02-2015-0012
Allisey, A., Rodwell, J., & Noblet, A. (2016). An application of an extended effortreward imbalance model to police absenteeism behaviour. Personnel Review, 45,
663–680. https://doi.org/10.1108/PR-06-2014-0125
Alrawabdeh, W. (2014). How employees loyalty programs impact organizational
performance within Jordanian banks?. International Business Research, 7(9),
119–129. https://doi.org/10.5539/ibr.v7n9p119
Amah, E., & Ahiauzu, A. (2013). Employee involvement and organizational
effectiveness. Journal of Management Development, 32, 661–674.
https://doi.org/10.1108/JMD-09-2010-0064
Ammendolia, C., Côté, P., Cancelliere, C., Cassidy, J. D., Hartvigsen, J., Boyle, E., . . .
Amick, B., III. (2016). Healthy and productive workers: Using intervention

113
mapping to design a workplace health promotion and wellness program to
improve presenteeism. BMC Public Health, 16, 1–18.
https://doi.org/10.1186/s12889-016-3843-x
Amudha, R., & Badrinath, V. (2014). Stress amidst personnel in ITES sector. Advances
in Management, 7(7), 15–20. Retrieved from
https://www.questia.com/library/p439376/advances-in-management
Andriopoulos, C., & Slater, S. (2013). Exploring the landscape of qualitative research in
international marketing: Two decades of IMR. International Marketing Review,
30, 384–412. https://doi.org/10.1108/IMR-03-2012-0061
Anthony, S., & Jack, S. (2009). Qualitative case study methodology in nursing research:
An integrative review. Journal of Advanced Nursing, 65, 1171–1181.
https://doi.org/10.1111/j.1365-2648.2009.04998.x
Ariza-Montes, A., Arjona-Fuentes, J. M., Law, R., & Han, H. (2017). Incidence of
workplace bullying among hospitality employees. International Journal of
Contemporary Hospitality Management, 29, 1116–1132.
https://doi.org/10.1108/IJCHM-09-2015-0471
Asaju, K., & Yarie, E. (2017). An assessment of the influence of extrinsic rewards on
intrinsic motivation and performance of senior non-teaching staff of Federal
College of Education Zaria (2005–2010). International Journal of Social &
Management Sciences, Madonna University, 1(1), 97–109.
https://doi.org/10.12816/0036701
Ashoush, M. A.-L., Elsayed, A. A., & Younis, R. A. (2015). Flexible work arrangements:

114
Related topics and directions. Journal of Business Studies Quarterly, 7(1), 36–46.
Retrieved from http://jbsq.org/
Asmat, N. K., Ramzan, S., & Chaudhry, A. R. (2015). Organization development through
effective hiring system: A phenomenological study of business organizations. The
Journal of Commerce, 7, 152–168. Retrieved from https://www.joc.com/
Azizi, N., Liang, M., & Zolfaghari, S. (2013). Modelling human boredom at work:
Mathematical formulations and a probabilistic framework. Journal of
Manufacturing Technology Management, 24, 711–746.
https://doi.org/10.1108/17410381311327981
Babatunde, A. (2013). Occupational stress: A review on conceptualisations, causes and
cure. Petroleum-Gas University of Ploiesti Bulletin, Economic Sciences Series,
2012(3), 73–80. Retrieved from http://www.upg-bulletin-se.ro/
Bagul, D. B. (2014). Job satisfaction level of employees at Reliance Communications
Ltd. International Journal of Organizational Behaviour & Management
Perspectives, 3, 1029–1033. Retrieved from
http://pezzottaitejournals.net/pezzottaite/
Bamkin, M., Maynard, S., & Goulding, A. (2016). Grounded theory and ethnography
combined: A methodology to study children’s interactions on children’s mobile
libraries. Journal of Documentation, 72, 214–231. https://doi.org/10.1108/JD-012015-0007
Bandow, D., & Self, T. B. (2016). Leadership at all levels: Developing managers to
develop leaders. Journal of International Business Disciplines, 11(2), 60–74.

115
Retrieved from http://www.jibd.org/
Banerjee, S., & Mehta, P. (2016). Determining the antecedents of job stress and their
impact on job performance: A study among faculty members. IUP Journal of
Organizational Behavior, 15(2), 7–24. Retrieved from
http://www.iupindia.in/Organizational_Behavior.asp
Bankert, B., Coberley, C., Pope, J. E., & Wells, A. (2015). Regional economic activity
and absenteeism: A new approach to estimating the indirect costs of employee
productivity loss. Population Health Management, 18(1), 47-53.
https://doi.org/10.1089/pop.2014.0025
Barrick, M. R., Thurgood, G. R., Smith, T. A., & Courtright, S. H. (2015). Collective
organizational engagement: Linking motivational antecedents, strategic
implementation, and firm performance. Academy of Management Journal, 58,
111–135. https://doi.org/10.5465/amj.2013.0227
Barros-Bailey, M., & Saunders, J. L. (2013). Benchmarking the importance and use of
labor market surveys by certified rehabilitation counselors. Rehabilitation
Counseling Bulletin, 56, 160–171. https://doi.org/10.1177/0034355212460590
Baškarada, S. (2014). Qualitative case study guidelines. The Qualitative Report, 19(40),
1-18. Retrieved from https://nsuworks.nova.edu/tqr/
Belita, A., Mbindyo, P., & English, M. (2013). Absenteeism amongst health workers—
Developing a typology to support empiric work in low-income countries and
characterizing reported associations. Human Resources for Health, 11, 1-10
https://doi.org/10.1186/1478-4491-11-34

116
Bhalla, J. (2016). Impact of flexible work arrangements on productivity in Indian IT
sector: A study. IPE Journal of Management, 6(1), 80–104. Retrieved from
http://www.ipeindia.org/microsites/Publications/ipe_journal_of_management
Bhatti, O. K., Aslam, U. S., Hassan, A., & Sulaiman, M. (2016). Employee motivation an
Islamic perspective. Humanomics, 32, 33–47. https://doi.org/10.1108/H-10-20150066
Bhuvanaiah, T., & Raya, R. P. (2014). Employee engagement: Key to organizational
success. SCMS Journal of Indian Management, 11(4), 61–71. Retrieved from
https://www.scms.edu.in/journal
Birt, L., Scott, S., Cavers, D., Campbell, C., & Walter, F. (2016). Member checking: A
tool to enhance trustworthiness or merely a nod to validation? Qualitative Health
Research, 13, 1802–1811. https://doi.org/10.1177/1049732316654870
Blount, B., Jacob, S., Weeks, P., & Jepson, M. (2015). Testing cognitive ethnography:
Mixed-methods in developing indicators of well-being in fishing communities.
Human Organization, 74, 1–15.
https://doi.org/10.17730/humo.74.1.665ww120082h561l
Boddy, C. R. (2016). Sample size for qualitative research. Qualitative Market Research:
An International Journal, 19, 426–432. https://doi.org/10.1108/QMR-06-20160053
Bourne, M., Pavlov, A., Franco-Santos, M., Lucianetti, L., & Mura, M. (2013).
Generating organisational performance: The contributing effects of performance
measurement and human resource management practices. International Journal of

117
Operations & Production Management, 33, 1599–1622.
https://doi.org/10.1108/IJOPM-07-2010-0200
Boyar, S. L., Wagner, T. A., Petzinger, A., & McKinley, R. B. (2016). The impact of
family roles on employee’s attitudes and behaviors. The Journal of Management
Development, 35, 623–635. https://doi.org/10.1108/JMD-07-2015-0096
Boyd, R. K. (2014). Psychological theories and low-wage work. Journal of Human
Behavior in the Social Environment, 24, 16–25.
https://doi.org/10.1080/10911359.2014.843389
Bradbury-Jones, C., Taylor, J., & Herber, O. R. (2014). Vignette development and
administration: A framework for protecting research participants. International
Journal of Social Research Methodology, 17, 427–440.
https://doi.org/10.1080/13645579.2012.750833
Brédart, A., Marrel, A., Abetz-Webb, L., Lasch, K., & Acquadro, C. (2014). Interviewing
to develop patient-reported outcome (PRO) measures for clinical research:
Eliciting patients’ experience. Health & Quality of Life Outcomes, 12, 1-20.
https://doi.org/10.1186/1477-7525-12-15
Brett, V., O’Neill, A., & O’Gorman, B. (2014). Observing entrepreneurs in networks:
Reflecting on the relationship between the researcher and the participants.
International Journal of Entrepreneurship and Small Business, 21, 275-287.
http://doi.org/10.1504/IJESB.2014.060892
Bromley, E., Mikesell, L., Jones, F., & Khodyakov, D. (2015). From subject to
participant: Ethics and the evolving role of community in health research.

118
American Journal of Public Health, 105, 900–908.
https://doi.org/10.2105/AJPH.2014.302403
Bronkhorst, B., & Vermeeren, B. (2016). Safety climate, worker health and
organizational health performance: Testing a physical, psychosocial and
combined pathway. International Journal of Workplace Health Management, 9,
270–289. https://doi.org/10.1108/IJWHM-12-2015-0081
Brooks, J. S., & Normore, A. H. (2015). Qualitative research and educational leadership:
Essential dynamics to consider when designing and conducting studies. The
International Journal of Educational Management, 29, 798–806.
https://doi.org/10.1108/IJEM-06-2015-0083
Brown, A. (2014). The place of ethnographic methods in information systems research.
International Journal of Multiple Research Approaches, 8, 166–178.
https://doi.org/10.1080/18340806.2014.11082058
Brubacher, S. P., Poole, D. A., & Dickinson, J. J. (2015). The use of ground rules in
investigative interviews with children: A synthesis and call for research.
Developmental Review, 36, 15-33. http://doi.org/10.1016/j.dr.2015.01.001
Bungay, V., Oliffe, J., & Atchison, C. (2016). Addressing underrepresentation of sex
work research: Reflections on designing a purposeful sampling strategy.
Qualitative Health Research, 26, 966–978.
https://doi.org/10.1177/1049732315613042
Cady, S. H., Shoup, Z. D., & Hennig, T. (2015). From smoke signals to the cloud: A
review and analysis of distance media for control, coordination, and collaboration.

119
The OD Journal, 33(1), 41–57. Retrieved from https://isodc.org/page-1730212
Caillier, J. G. (2016). Does satisfaction with family-friendly programs reduce turnover?
A panel study conducted in U.S. federal agencies. Public Personnel Management,
45, 284–307. https://doi.org/10.1177/0091026016652424
Caloyeras, J. P., Liu, H., Exum, E., Broderick, M., & Mattke, S. (2014). Managing
manifest diseases, but not health risks, saved PepsiCo money over seven years.
Health Affairs, 33, 124–131. https://doi.org/10.1377/hlthaff.2013.0625
Cameron, J. I., Naglie, G., Silver, F. L., & Gignac, M. A. M. (2013). Stroke family
caregivers’ support needs change across the care continuum: A qualitative study
using the timing it right framework. Disability and Rehabilitation, 35, 315–324.
https://doi.org/10.3109/09638288.2012.691937
Campbell, K., & Burns, C. (2015). Total worker health: Implications for the occupational
health nurse. Workplace Health & Safety, 63, 316–320.
https://doi.org/10.1177/2165079915576921
Cardamone, A. S., Eboli, L., & Mazzulla, G. (2014). Drivers’ road accident risk
perception: A comparison between face-to-face interview and web-based survey.
Advances in Transportation Studies, 33(3), 59–72. Retrieved from
http://www.atsinternationaljournal.com/
Carroll, T. L., & Lauzier, M. (2014). Workplace bullying and job satisfaction: The
buffering effect of social support. Universal Journal of Psychology, 2, 81–89.
Retrieved from http://www.hrpub.org/journals/jour_archive.php?id=94
Carter, D., & Baghurst, T. (2014). The influence of servant leadership on restaurant

120
employee engagement. Journal of Business Ethics, 124, 453–464.
https://doi.org/10.1007/s10551-013-1882-0
Carter, N., Bryant-Lukosius, D., DiCenso, A., Blythe, J., & Neville, A. J. (2014). The use
of triangulation in qualitative research. Oncology Nursing Forum, 41, 545–547.
https://doi.org/10.1188/14.ONF.545-547
Cascio, W. F. (2015). Strategic HRM: Too important for an insular approach. Human
Resource Management, 54, 423–426. https://doi.org/10.1002/hrm.21735
Castillo-Montoya, M. (2016). Preparing for interview research: The interview protocol
refinement framework. The Qualitative Report, 21, 811–831. Retrieved from
https://nsuworks.nova.edu/tqr/
Castleberry, A. (2014). NVivo 10 [software program]. Version 10. QSR International;
2012. American Journal of Pharmaceutical Education, 78(1), 1-2.
https://doi.org/10.5688/ajpe78125
Chakraborty, S., & Subramanya, A. H. C. (2013). Socio demographic and clinical
predictors of absenteeism: A cross sectional study of urban industrial employees.
Industrial Psychiatry Journal, 22, 17–21. https://doi.org/10.4103/09726748.123589
Chan, M. E., & McAllister, D. J. (2014). Abusive supervision through the lens of
employee state paranoia. Academy of Management Review, 39, 44–66.
https://doi.org/10.5465/amr.2011.0419
Chan, Z. C. Y., Fung, Y.-L., & Chien, W.-T. (2013). Bracketing in phenomenology: Only
undertaken in the data collection and analysis process. The Qualitative Report,

121
18(30), 1-9. Retrieved from https://nsuworks.nova.edu/tqr/
Chang, Y.-W., Hsu, P.-Y., & Wu, Z.-Y. (2015). Exploring managers’ intention to use
business intelligence: The role of motivations. Behaviour & Information
Technology, 34, 273–285. https://doi.org/10.1080/0144929X.2014.968208
Chavez, S. M. A. (2014). An exploration of the relationship between high performance
work systems and job satisfaction. Journal of Centrum Cathedra, 7, 147–165.
Retrieved from http://centrumwebs.pucp.edu.pe/jcc/
Chen, A., Lu, Y., Gupta, S., & Xiaolin, Q. (2014). Can customer satisfaction and
dissatisfaction coexist? An issue of telecommunication service in China. Journal
of Information Technology, 29, 237–252. https://doi.org/10.1057/jit.2013.26
Chen, L., Ellis, S. C., & Suresh, N. (2016). A supplier development adoption framework
using expectancy theory. International Journal of Operations & Production
Management, 36, 592–615. https://doi.org/10.1108/IJOPM-09-2013-0413
Chen, Y., Ramamurthy, K., & Wen, K.-W. (2015). Impacts of comprehensive
information security programs on information security culture. Journal of
Computer Information Systems, 55(3), 11–19.
https://doi.org/10.1080/08874417.2015.11645767
Chiasson, K., Terras, K., & Smart, K. (2015). Faculty perceptions of moving a face-toface course to online instruction. Journal of College Teaching & Learning, 12,
231–240. https://doi.org/10.19030/tlc.v12i3.9315
Chimote, N. K., & Srivastava, V. N. (2013). Work-life balance benefits: From the
perspective of organizations and employees. The IUP Journal of Management

122
Research, 12(1), 62–73. Retrieved from
http://www.iupindia.in/Management_Research.asp
Cho, J. Y., & Lee, E.-H. (2014). Reducing confusion about grounded theory and
qualitative content analysis: Similarities and differences. The Qualitative Report,
19(32), 1-20. Retrieved from https://nsuworks.nova.edu/tqr/
Chowdhury, M. F. (2015). Coding, sorting and sifting of qualitative data analysis:
Debates and discussion. Quality and Quantity, 49, 1135–1143.
https://doi.org/10.1007/s11135-014-0039-2
Clement, S., Schauman, O., Graham, T., Maggioni, F., Evans-Lacko, S., Bezborodovs,
N., . . . Thornicroft, G. (2015). What is the impact of mental health-related stigma
on help-seeking? A systematic review of quantitative and qualitative studies.
Psychological Medicine, 45, 11–27. https://doi.org/10.1017/S0033291714000129
Cliggett, L. (2013). Qualitative data archiving in the digital age: Strategies for data
preservation and sharing. The Qualitative Report, 18(24), 1–11. Retrieved from
https://uknowledge.uky.edu/anthro_facpub/1
Coenen, M., & Kok, R. A. (2014). Workplace flexibility and new product development
performance: The role of telework and flexible work schedules. European
Management Journal, 32, 564–576. https://doi.org/10.1016/j.emj.2013.12.003
Cole, A. M., Chen, F. M., Ford, P. A., Phillips, W. R., & Stevens, N. G. (2014). Rewards
and challenges of community health center practice. Journal of Primary Care &
Community Health, 5, 148–151. https://doi.org/10.1177/2150131913501519
Colquitt, J. A., & Zipay, K. P. (2015). Justice, fairness, and employee reactions. Annual

123
Review of Organizational Psychology and Organizational Behavior, 2, 75–99.
https://doi.org/10.1146/annurev-orgpsych-032414-111457
Cooper, T. (2015). Empirical research on inter-organizational relations within a national
disaster management network in the Caribbean. Public Organization Review, 15,
1–16. https://doi.org/10.1007/s11115-013-0248-5
Cronin, C. (2014). Using case study research as a rigorous form of inquiry. Nurse
Researcher, 21(5), 19–27. https://doi.org/10.7748/nr.21.5.19.e1240
Crumpton, M. A. (2014). The costs of having a bully in the library. The Bottom Line, 27,
17–21. https://doi.org/10.1108/BL-02-2014-0004
Cucchiella, F., Gastaldi, M., & Ranieri, L. (2014). Managing absenteeism in the
workplace: The case of an Italian multiutility company. Procedia - Social and
Behavioral Sciences, 150, 1157–1166.
https://doi.org/10.1016/j.sbspro.2014.09.131
Curry, K. A., Mwavita, M., Holter, A., & Harris, E. (2016). Getting assessment right at
the classroom level: Using formative assessment for decision making.
Educational Assessment, Evaluation and Accountability, 28, 89–104.
https://doi.org/10.1007/s11092-015-9226-5
D'Angelo, S., Coggon, D., Harris, E. C., Linaker, C., Sayer, A. A., Gale, C. R., . . .
Palmer, K. T. (2016). Job dissatisfaction and the older worker: Baseline findings
from the health and employment after fifty study. Occupational and
Environmental Medicine, 73, 512-519. http://doi.org/10.1136/oemed-2016103591

124
Dasgupta, S. A., Suar, D., & Singh, S. (2013). Impact of managerial communication
styles on employees’ attitudes and behaviors. Employee Relations, 35, 173–199.
https://doi.org/10.1108/01425451311287862
Dasgupta, S. A., Suar, D., & Singh, S. (2014). Managerial communication practices and
employees’ attitudes and behaviours: A qualitative study. Corporate
Communications, 19, 287–302. https://doi.org/10.1108/CCIJ-04-2013-0023
Davies, D. (2015). Does a literature review prove that health promotion can improve
employee health? Occupational Health & Wellbeing, 67(5), 27–29. Retrieved
from https://www.personneltoday.com/occupational-health-and-wellbeing/
De Ceunynck, T., Kusumastuti, D., Hannes, E., Janssens, D., & Wets, G. (2013).
Mapping leisure shopping trip decision making: Validation of the CNET
interview protocol. Quality and Quantity, 47, 1831–1849.
https://doi.org/10.1007/s11135-011-9629-4
Dean, J. (2014). Personal protective equipment: An antecedent to safe behavior?
Professional Safety, 59(2), 41–46. Retrieved from
https://www.asse.org/professionalsafety/
Deb, S., Austin, P. C., Tu, J. V., Ko, D. T., Mazer, C. D., Kiss, A., & Fremes, S. E.
(2016). A review of propensity-score methods and their use in cardiovascular
research. Canadian Journal of Cardiology, 32, 259–265.
https://doi.org/10.1016/j.cjca.2015.05.015
Deery, S., Walsh, J., Zatzick, C. D., & Hayes, A. F. (2017). Exploring the relationship
between compressed work hours satisfaction and absenteeism in front-line service

125
work. European Journal of Work and Organizational Psychology, 26, 42–52.
https://doi.org/10.1080/1359432X.2016.1197907
DeFeo, D. J. (2013). Toward a model of purposeful participant inclusion: Examining
deselection as a participant risk. Qualitative Research Journal, 13, 253–264.
https://doi.org/10.1108/QRJ-01-2013-0007
Demirbas, D., Flint, H., & Bennett, D. (2014). Supply chain interfaces between a port
utilizing organisation and port operator. Supply Chain Management, 19, 79–97.
https://doi.org/10.1108/SCM-04-2013-0137
Derahman, R. (2017). A preliminary study on consumption experience of social support
towards life satisfaction. Global Business and Management Research, 9(1s), 555–
571. Retrieved from http://www.gbmr.ioksp.com
Derobertmasure, A., & Robertson, J. E. (2014). Data analysis in the context of teacher
training: Code sequence analysis using QDA Miner. Quality & Quantity, 48,
2255–2276. https://doi.org/10.1007/s11135-013-9890-9
Devonish, D. (2014). Job demands, health, and absenteeism: Does bullying make things
worse? Employee Relations, 36, 165–181. https://doi.org/10.1108/ER-01-20130011
Dey, S. (2015). Texmaco: How the multi-discipline, multi-unit engineering and
infrastructure company turned its fortunes. Globsyn Management Journal, 9, 53–
68. Retrieved from https://www.globsyn.edu.in/globsyn-research/globsynmanagement-journal/
Diestel, S., Wegge, J., & Schmidt, K.-H. (2014). The impact of social context on the

126
relationship between individual job satisfaction and absenteeism: The roles of
different foci of job satisfaction and work-unit absenteeism. Academy of
Management Journal, 57, 353–382. https://doi.org/10.5465/amj.2010.1087
Dikko, M. (2016). Establishing construct validity and reliability: Pilot testing of a
qualitative interview for research in Takaful (Islamic insurance). The Qualitative
Report, 21, 521–528. Retrieved from https://nsuworks.nova.edu/tqr/
Doshy, P. V., & Wang, J. (2014). Workplace incivility: What do targets say about it?
American Journal of Management, 14(1/2), 30–42. Retrieved from
http://www.na-businesspress.com/ajmopen.html
Duan, N., Bhaumik, D. K., Palinkas, L. A., & Hoagwood, K. (2015). Optimal design and
purposeful sampling: Complementary methodologies for implementation
research. Administration and Policy in Mental Health and Mental Health Services
Research, 42, 524-532. http://doi.org/10.1007/s10488-014-0596-7
Duff, A. J., Podolsky, M., Biron, M., & Chan, C. C. A. (2015). The interactive effect of
team and manager absence on employee absence: A multilevel field study.
Journal of Occupational and Organizational Psychology, 88, 61–79.
https://doi.org/10.1111/joop.12078
Edwards-Jones, A. (2014). Qualitative data analysis with NVivo. Journal of Education
for Teaching, 40, 193–195. https://doi.org/10.1080/02607476.2013.866724
Eldredge, J. D., Weagel, E. F., & Kroth, P. J. (2014). Defining and identifying members
of a research study population: CTSA-affiliated faculty members. Hypothesis,
26(1), 5–11. Retrieved from

127
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4109328/
Elliott, T. (2014). How to deal with a poor sickness absence record. Occupational Health
& Wellbeing, 66(10), 13–15. Retrieved from
https://www.personneltoday.com/occupational-health-and-wellbeing/
Ellram, L. M., & Tate, W. L. (2016). The use of secondary data in purchasing and supply
management (P/SM) research. Journal of Purchasing and Supply Management,
22, 250–254. https://doi.org/10.1016/j.pursup.2016.08.005
Elman, C., Gerring, J., & Mahoney, J. (2016). Case study research: Putting the quant into
the qual. Sociological Methods & Research, 45, 375–391.
https://doi.org/10.1177/0049124116644273
Elo, S., Kääriäinen, M., Kanste, O., Pölkki, T., Utriainen, K., & Kyngäs, H. (2014).
Qualitative content analysis: A focus on trustworthiness. SAGE Open, 4(1), 1-10
https://doi.org/10.1177/2158244014522633
Elshout, R., Scherp, E., & van der Feltz-Cornelis, C. M. (2013). Understanding the link
between leadership style, employee satisfaction, and absenteeism: A mixed
methods design study in a mental health care institution. Neuropsychiatric
Disease and Treatment, 9, 823–837. https://doi.org/10.2147/NDT.S43755
Emerson, R. W. (2015). Convenience sampling, random sampling, and snowball
sampling: How does sampling affect the validity of research? Journal of Visual
Impairment & Blindness, 109, 164–166. Retrieved from
https://www.afb.org/afbpress/jvib.aspx
Feerasta, J. (2017). Individuals with intellectual disabilities in the restaurant business: An

128
exploratory study of attributes for success. Journal of Human Resources in
Hospitality & Tourism, 16, 22–38.
https://doi.org/10.1080/15332845.2016.1202047
Fiaz, M., Su, Q., Ikram, A., & Saqib, A. (2017). Leadership stiles and employees’
motivation: Perspective from an emerging economy. The Journal of Developing
Areas, 51(4), 143-156. https://dx.doi.org/10.1353/jda.2017.0093
Fischer, T., van Reemst, L., & de Jong, J. (2016). Workplace aggression toward local
government employees: Target characteristics. International Journal of Public
Sector Management, 29, 30–53. https://doi.org/10.1108/IJPSM-05-2015-0100
Flicker, S., O'Campo, P., Monchalin, R., Thistle, J., Worthington, C., Masching, R., . . .
Thomas, C. (2015). Research done in "a good way": The importance of
indigenous elder involvement in HIV community-based research. American
Journal of Public Health, 105, 1149–1154.
https://doi.org/10.2105/AJPH.2014.302522
Ford, C. (2014). Help with managing absence. Occupational Health & Wellbeing, 66(4),
16–18. Retrieved from https://www.personneltoday.com/occupational-health-andwellbeing/
Ford, J., Willey, L., White, B. J., & Domagalski, T. (2015). New concerns in electronic
employee monitoring: Have you checked your policies lately? Journal of Legal,
Ethical and Regulatory Issues, 18(1), 51–70. Retrieved from
https://www.abacademies.org/journals/journal-of-legal-ethical-and-regulatoryissues-home.html

129
Franzosi, R., Doyle, S., McClelland, L. E., Putnam Rankin, C., & Vicari, S. (2013).
Quantitative narrative analysis software options compared: PC-ACE and
CAQDAS (ATLAS.ti, MAXqda, and NVivo). Quality and Quantity, 47, 3219–
3247. https://doi.org/10.1007/s11135-012-9714-3
Frels, R. K., & Onwuegbuzie, A. J. (2013). Administering quantitative instruments with
qualitative interviews: A mixed research approach. Journal of Counseling &
Development, 91, 184–194. https://doi.org/10.1002/j.1556-6676.2013.00085.x
Frick, B. J., Goetzen, U., & Simmons, R. (2013). The hidden costs of high-performance
work practices: Evidence from a large German steel company. ILR Review, 66,
198–224. https://doi.org/10.1177/001979391306600108
Frock, D. (2015). Identifying mentors for student employees on campus. European
Journal of Training and Development, 39, 43–58. https://doi.org/10.1108/EJTD09-2013-0099
Frost, S. (2016). How to respond to high employee absenteeism. Chron. Retrieved from
http://smallbusiness.chron.com/respond-high-employee-absenteeism-10267.html
Fusch, P. I., Fusch, G. E., & Ness, L. R. (2017). How to conduct a mini-ethnographic
case study: A guide for novice researchers. The Qualitative Report, 22, 923–941.
Retrieved from https://nsuworks.nova.edu/tqr/
Fusch, P. I., & Ness, L. (2015). Are we there yet? Data saturation in qualitative research.
The Qualitative Report, 20, 1408–1416. Retrieved from
https://nsuworks.nova.edu/tqr/
Gangai, K. N. (2014). Absenteeism at workplace: What are the factors influencing to it?

130
International Journal of Organizational Behavior & Management Perspectives, 3,
1258–1265. Retrieved from http://pezzottaitejournals.net/pezzottaite/
Gaya, H. J., & Smith, E. E. (2016). Developing a qualitative single case study in the
strategic management realm: An appropriate research design? International
Journal of Business and Economic Research, 7, 529–538. Retrieved from
http://www.ijbmer.com
Genly, B. (2016). Safety & job burnout: Understanding complex contributing factors.
Professional Safety, 61(10), 45–49. Retrieved from
http://www.asse.org/professional-safety/
George, E., & Zakkariya, K. A. (2015). Job related stress and job satisfaction: A
comparative study among bank employees. Journal of Management Development,
34, 316–329. https://doi.org/10.1108/JMD-07-2013-0097
Getz, K. A. (2014). A new look at global study volunteer experiences with informed
consent. Applied Clinical Trials, 23(2), 18–19. Retrieved from
https://www.appliedclinicaltrialsonline.com
Ghoddousi, P., Bahrami, N., Chileshe, N., & Hosseini, M. R. (2014). Mapping site-based
construction workers’ motivation: Expectancy theory approach. Construction
Economics and Building, 14(1), 60–77. https://doi.org/10.5130/ajceb.v14i1.3712
Gillan, W., Naquin, M., Zannis, M., Bowers, A., Brewer, J., & Russell, S. (2013).
Correlations among stress, physical activity and nutrition: School employee health
behavior. The ICHPER-SD Journal of Research in Health, Physical Education,
Recreation, Sport & Dance, 8(1), 55–60. Retrieved from

131
http://www.ichpersd.org/index.php/journal/ichpermsd-journal-of-research
Giorgi, G., Shoss, M. K., & Leon-Perez, J. M. (2015). Going beyond workplace stressors:
Economic crisis and perceived employability in relation to psychological distress
and job dissatisfaction. International Journal of Stress Management, 22, 137–158.
https://doi.org/10.1037/a0038900
Gohar, F. R., Bashir, M., Abrar, M., & Asghar, F. (2015). Effect of psychological
empowerment, distributive justice and job autonomy on organizational
commitment. International Journal of Information, Business and Management, 7,
149–173. Retrieved from http://www.ijibm.elitehall.com
Gosselin, E., Lemyre, L., & Corneil, W. (2013). Presenteeism and absenteeism:
Differentiated understanding of related phenomena. Journal of Occupational
Health Psychology, 18, 75–86. https://doi.org/10.1037/a0030932
Graue, C. (2015). Qualitative data analysis. International Journal of Sales, Retailing and
Marketing, 4(9), 5–14. Retrieved from http://ijsrm.com/IJSRM/Home.html
Green, T. L., & Gooden, M. A. (2014). Transforming out-of-school challenges into
opportunities: Community schools reform in the urban Midwest. Urban
Education, 49, 930–954. https://doi.org/10.1177/0042085914557643
Gross, J. M. S., Wallace, L., Blue-Banning, M., Summers, J. A., & Turnbull, A. (2013).
Examining the experiences and decisions of parents/guardians: Participant
directing the supports and services of adults with significant intellectual and
developmental disabilities. Journal of Disability Policy Studies, 24, 88–101.
https://doi.org/10.1177/1044207312439102

132
Guercini, S. (2014). New qualitative research methodologies in management.
Management Decision, 52, 662–674. https://doi.org/10.1108/MD-11-2013-0592
Guillén, M., Ferrero, I., & Hoffman, W. M. (2015). The neglected ethical and spiritual
motivations in the workplace. Journal of Business Ethics, 128, 803–806.
https://doi.org/10.1007/s10551-013-1985-7
Hadjisolomou, A. (2015). Managing attendance at work: The role of line managers in the
UK grocery retail sector. Employee Relations, 37, 442–458.
https://doi.org/10.1108/ER-06-2014-0058
Halbesleben, J. R. B., Whitman, M. V., & Crawford, W. S. (2014). A dialectical theory of
the decision to go to work: Bringing together absenteeism and presenteeism.
Human Resource Management Review, 24, 177–192.
https://doi.org/10.1016/j.hrmr.2013.09.001
Hamilton, D. K., & Stichler, J. F. (2015). Institutional review boards and peer-reviewed
publication. HERD: Health Environments Research & Design Journal, 8(2), 81–
84. https://doi.org/10.1177/1937586714567647
Han, K., Trinkoff, A. M., & Gurses, A. P. (2015). Work‐related factors, job satisfaction
and intent to leave the current job among United States nurses. Journal of clinical
nursing, 24, 3224-3232. http://doi.org/10.1111/jocn.12987
Hancock, D. R. (1995). What teachers may do to influence student motivation: An
application of expectancy theory. The Journal of General Education, 44, 171–
179. Retrieved from http://www.jstor.org/stable/27797259
Haneef, N. (2013). Empirical research consolidation: A generic overview and a

133
classification scheme for methods. Quality and Quantity, 47, 383–410.
https://doi.org/10.1007/s11135-011-9524-z
Hashim, H., Noordin, S. A., & Saifuddin, N. (2015). Content management system (CMS)
for public health professional in the Telehealth Department, Ministry of Health,
Malaysia: A conceptual framework. International Journal of Innovation,
Management and Technology, 6, 57–62.
https://doi.org/10.7763/IJIMT.2015.V6.574
Hassan, S., Wright, B. E., & Yukl, G. (2014). Does ethical leadership matter in
government? Effects on organizational commitment, absenteeism, and willingness
to report ethical problems. Public Administration Review, 74, 333–343.
https://doi.org/10.1111/puar.12216
Hayibor, S., & Collins, C. (2016). Motivators of mobilization. Journal of Business Ethics,
139, 351–374. https://doi.org/10.1007/s10551-015-2638-9
Hedlund, E., Börjesson, B., & Österberg, J. (2015). Team learning in a multinational
military staff exercise. Small Group Research, 46, 179–203.
https://doi.org/10.1177/1046496414568462
Henderson, A. K. (2016). Jesus didn’t teach us to juggle: Religious involvement, workfamily conflict, and life satisfaction among African Americans. Journal of Family
Issues, 37, 1551–1584. https://doi.org/10.1177/0192513X14561520
Henle, C. A., & Gross, M. A. (2014). What have I done to deserve this? Effects of
employee personality and emotion on abusive supervision. Journal of Business
Ethics, 122, 461–474. https://doi.org/10.1007/s10551-013-1771-6

134
Hernandes, W., Luthanel, A., Ramsel, D., & Ostuke, K. (2015). The mediating
relationship of self-awareness on supervisor burnout and workgroup civility &
psychological safety: A multilevel path analysis. Burnout Research, 2, 36–49.
https://doi.org/10.1016/j.burn.2015.02.002
Herzberg, F. (1966). Work and the nature of man. Cleveland, OH: World.
Hickson, S., Poulton, K. A., Connor, M., Richardson, J., & Wolski, M. (2016).
Modifying researchers’ data management practices: A behavioural framework for
library practitioners. IFLA Journal, 42, 253–265.
https://doi.org/10.1177/0340035216673856
Honkaniemi, L., Lehtonen, M. H., & Hasu, M. (2015). Well-being and innovativeness:
Motivational trigger points for mutual enhancement. European Journal of
Training and Development, 39, 393–408. https://doi.org/10.1108/EJTD-11-20140078
Hopkins, B., Dawson, C., & Veliziotis, M. (2016). Absence management of migrant
agency workers in the food manufacturing sector. The International Journal of
Human Resource Management, 27, 1082–1100.
https://doi.org/10.1080/09585192.2015.1053961
Houghton, C., Murphy, K., Meehan, B., Thomas, J., Brooker, D., & Casey, D. (2016).
From screening to synthesis: Using NVivo to enhance transparency in qualitative
evidence synthesis. Journal of Clinical Nursing, 26, 871–883.
https://doi.org/10.1111/jocn.13443
Hsu, D. K., Shinnar, R. S., & Powell, B. C. (2014). Expectancy theory and

135
entrepreneurial motivation: A longitudinal examination of the role of
entrepreneurship education. Journal of Business and Entrepreneurship, 26(1),
121–140. Retrieved from http://asbe.us/jbe/
Humphreys, M., & Jacobs, A. M. (2015). Mixing methods: A Bayesian approach.
American Political Science Review, 109, 653–673.
https://doi.org/10.1017/S0003055415000453
Hyysalo, S., Helminen, P., MäKinen, S., Johnson, M., Juntunen, J. K., & Freeman, S.
(2015). Intermediate search elements and method combination in lead-user
searches. International Journal of Innovation Management, 19, 1–41.
https://doi.org/10.1142/S1363919615500073
Ibrahim, N. A. F. (2017). The relationship between corporate social responsibility and
employer attractiveness in Egypt: The moderating effect of the individual’s
income. Contemporary Management Research, 13, 81–105.
https://dx.doi.org/10.7903/cmr.17430
Ibrahim, S., & Sidani, S. (2014). Strategies to recruit minority persons: A systematic
review. Journal of Immigrant and Minority Health, 16, 882–888.
https://doi.org/10.1007/s10903-013-9783-y
Idris, A. (2014). Flexible working as an employee retention strategy in developing
countries: Malaysian bank managers speak. Journal of Management Research, 14,
71–86. Retrieved from http://www.indianjournals.com/
ijor.aspx?target=ijor:jmr&type=home
Imran, A., & Yusoff, R. (2015). Empirical validation of qualitative data: A mixed method

136
approach. International Journal of Economics and Financial Issues, 5(Suppl. 1),
389–396. Retrieved from https://www.econjournals.com/index.php/ijefi
Isaac, R. G., Zerbe, W. J., & Pitt, D. C. (2001). Leadership and motivation: The effective
application of expectancy theory. Journal of Managerial Issues, 13, 212–226.
Retrieved from https://www.pittstate.edu/business/journal-of-managerialissues/index.dot
Islam, F., & Oremus, M. (2014). Mixed methods immigrant mental health research in
Canada: A systematic review. Journal of Immigrant and Minority Health, 16,
1284–1289. https://doi.org/10.1007/s10903-013-9962-x
Jansen, A. L., Capesius, T. R., Lachter, R., Greenseid, L. O., & Keller, P. A. (2014).
Facilitators of health systems change for tobacco dependence treatment: A
qualitative study of stakeholders’ perceptions. BMC Health Services Research,
14, 1-10. https://doi.org/10.1186/s12913-014-0575-4
Jarkas, A. M., Radosavljevic, M., & Wuyi, L. (2014). Prominent demotivational factors
influencing the productivity of construction project managers in Qatar.
International Journal of Productivity and Performance Management, 63, 1070–
1090. https://doi.org/10.1108/IJPPM-11-2013-0187
Jiménez, P., Dunkl, A., & Peißl, S. (2015). Workplace incivility and its effects on value
congruence, recovery-stress-state and the intention to quit. Psychology, 6, 1930–
1938. https://doi.org/10.4236/psych.2015.614190

137
Johansen, M. L., & Cadmus, E. (2015). Conflict management style, supportive work
environments and the experience of work stress in emergency nurses. Journal of
Nursing Management, 24, 211–218. https://doi.org/10.1111/jonm.12302
Johnson, B. (2014). Ethical issues in shadowing research. Qualitative Research in
Organizations and Management: An International Journal, 9, 21–40.
https://doi.org/10.1108/QROM-09-2012-1099
Johnson, M. D., Holley, E. C., Morgeson, F. P., LaBonar, D., & Stetzer, A. (2014).
Outcomes of absence control initiatives: A quasi-experimental investigation into
the effects of policy and perceptions. Journal of Management, 40, 1075–1097.
https://doi.org/10.1177/0149206311423822
Jolley, G., Newman, L., Ziersch, A., & Baum, F. (2011). Positive and negative impacts of
job loss on family life: The perceptions of Australian car workers. Australian
Journal of Social Issues, 46, 411–433. https://doi.org/10.1002/j.18394655.2011.tb00227.x
Joslin, R., & Müller, R. (2016). Identifying interesting project phenomena using
philosophical and methodological triangulation. International Journal of Project
Management, 34, 1043–1056. https://doi.org/10.1016/j.ijproman.2016.05.005
Justin, G., Kaitlynn, L., Bharat, M., & Jitendra, M. (2017). Being more productive.
Advances in Management, 10(5), 1–6. Retrieved from
https://www.questia.com/library/p439376/advances-in-management
Kakumba, U., Wamala, R., & Wanyama, S. B. (2014). Employment relations and
bullying in academia: A case of academic staff at Makerere University. Journal of

138
Diversity Management, 9, 63–74. https://doi.org/10.19030/jdm.v9i1.8623
Kalhoro, M., Jhatial, A. A., & Khokhar, S. (2017). Investigating the influence of extrinsic
and intrinsic motivation on work performance: Study of bank officers. Global
Management Journal for Academic & Corporate Studies, 7(1), 121–129.
Retrieved from http://gmjacs.bahria.edu.pk/
Karjalainen, M., Niemistö, C., & Hearn, J. (2015). Unpacking the problem of research
access(es): The cse of large knowledge-intensive international consultancies.
Qualitative Research in Organizations and Management, 10, 274–293.
https://doi.org/10.1108/QROM-12-2013-1189
Kaspin, L. C., Gorman, K. M., & Miller, R. M. (2013). Systematic review of employersponsored wellness strategies and their economic and health-related outcomes.
Population Health Management, 16, 14–21.
https://doi.org/10.1089/pop.2012.0006
Kaur, A. (2013). Maslow’s need hierarchy theory: Applications and criticisms. Global
Journal of Management and Business Studies, 3, 1061–1064. Retrieved from
https://www.ripublication.com/gjmbs.htm
Kendall, S., & Halliday, L. E. (2014). Undertaking ethical qualitative research in public
health: Are current ethical processes sufficient? Australian and New Zealand
Journal of Public Health, 38, 306–310. https://doi.org/10.1111/1753-6405.12250
Khattak, A. N., Ramzan, S., & Rehman, C. A. (2015). Organization development through
effective hiring system: A phenomenological study of business organizations.
Journal of Commerce, 7, 151–168. Retrieved from http://joc.hcc.edu.pk/

139
Killawi, A., Khidir, A., Elnashar, M., Abdelrahim, H., Hammoud, M., Elliott, H., . . .
Fetters, M. D. (2014). Procedures of recruiting, obtaining informed consent, and
compensating research participants in Qatar: Findings from a qualitative
investigation. BMC Medical Ethics, 15, 9–22. https://dx.doi.org/10.1186/14726939-15-9
Knepp, M. M. (2014). Personality, sex of participant, and face-to-face interaction affect
reading of informed consent forms. Psychological Reports, 114, 297–313.
https://doi.org/10.2466/17.07.PR0.114k13w1
Kocakulah, M. C., Kelley, A. G., Mitchell, K. M., & Ruggieri, M. P. (2016).
Absenteeism problems and costs: Causes, effects and cures. The International
Business & Economics Research Journal, 15, 89–96.
https://doi.org/10.19030/iber.v15i3.9673
Kock, L. C., Niesz, T., & McCarthy, H. (2014). Understanding and reporting qualitative
research: An analytical review and recommendations for submitting authors.
Rehabilitation Counseling Bulletin, 57, 131–143.
https://doi.org/10.1177/0034355213502549
Kohler, K., Contacos-Sawyer, J., & Thomas, B. (2015). Employee wellness programs:
Savings for organizations and employees. Competition Forum, 13, 210–213.
Retrieved from https://www.questia.com/library/p150669/competition-forum
Koyuncu, M., Burke, R. J., Astakhova, M., Eren, D., & Cetin, H. (2014). Servant
leadership and perceptions of service quality provided by front-line service
workers in hotels in Turkey: Achieving competitive advantage. International

140
Journal of Contemporary Hospitality Management, 26, 1083–1099.
https://doi.org/10.1108/IJCHM-06-2013-0238
Krol, M., & Brouwer, W. (2014). How to estimate productivity costs in economic
evaluations. PharmacoEconomics, 32, 335–344. https://doi.org/10.1007/s40273014-0132-3
Kronos International. (2015). Total financial impact of employee absences in the
U.S.[Executive summary]. Retrieved from https://www.shrm.org
Krpalek, D., Meredith, P., & Ziviani, J. (2014). Investigating mediated pathways between
adult attachment patterns and reported rates of absenteeism and presenteeism.
Journal of Workplace Behavioral Health, 29, 259–280.
https://doi.org/10.1080/15555240.2014.956928
Kunte, M. (2016). Reviewing literature on employee wellness practices. Journal of
Strategic Human Resource Management, 5(2), 1–9. Retrieved from
http://www.publishingindia.com/jshrm/32/501/2016/
Lally, S. (2014). Healthy workplace project: Creating healthier, more productive
workplaces. Professional Safety, 59(3), 29–30. Retrieved from
https://www.asse.org/professional-safety/
Lally, S. (2016). Study: Employer wellness programs can reduce healthcare costs and
improve worker health. Professional Safety, 61(3), 23. Retrieved from
https://www.asse.org/professional-safety/
Lambert, E. G., Griffin, M. L., Hogan, N. L., & Kelley, T. (2014). The ties that bind
organizational commitment and its effect on correctional orientation, absenteeism,

141
and turnover intent. The Prison Journal, 95, 135–156.
https://doi.org/10.1177/0032885514563293
Landers, R. N., & Behrend, T. S. (2015). An inconvenient truth: Arbitrary distinctions
between organizational, mechanical turk, and other convenience samples.
Industrial and Organizational Psychology, 8(2), 142-164.
http://doi.org/10.1017/iop.2015.13
Lawler, E. L. (1971). Pay and organization effectiveness: A psychological view. New
York, NY: McGraw Hill.
Lazaroiu, G. (2015). Work motivation and organizational behavior. Contemporary
Readings in Law and Social Justice, 7(2), 66–75. Retrieved from:
https://www.addletonacademicpublishers.com/contemporary-readings-in-lawand-social-justice
Lechmann, D. S. J., & Schnabel, C. (2014). Absence from work of the self-employed: A
comparison with paid employees. Kyklos, 67, 368–390.
https://doi.org/10.1111/kykl.12059
Lee, Y. J., Bernstein, K., Lee, M., & Nokes, K. M. (2014). Bullying in the nursing
workplace: Applying evidence using a conceptual framework. Nursing
Economics, 32, 255–267. Retrieved from https://www.nursingeconomics.net/
Leon, M. R. (2015). Science teachers understanding of inquiry-based science teaching
(IBST): Case of Rwandan lower secondary school science teachers. Rwandan
Journal of Education, 3(1), 77–90. Retrieved from
https://www.ajol.info/index.php/rje

142
Li, Y., Wang, W., Wu, Q., Van Velthoven, M. H., Chen, L., Du, X., . . . Car, J. (2014).
Increasing the response rate of text messaging data collection: A delayed
randomized controlled trial. Journal of the American Medical Informatics
Association, 22, 51–64. https://doi.org/10.1136/amiajnl-2014-002845
Lin, W.-S., Tou, J.-C., & Yeh, M.-Y. (2014). The effective performance measures for
store managers on restaurant chain growth. Tourism and Hospitality Research, 14,
131–142. https://doi.org/10.1177/1467358414540165
Lindblom, A., Kajalo, S., & Mitronen, L. (2015). Exploring the links between ethical
leadership, customer orientation and employee outcomes in the context of
retailing. Management Decision, 53, 1642–1658. https://doi.org/10.1108/md-042015-0126
Ling, F. Y. Y., & Wong, D. M. G. (2016). Redesigning facility management operatives’
jobs to increase work outcomes. Journal of Facilities Management, 14, 50–68.
https://doi.org/10.1108/JFM-11-2014-0036
Linos, K., & Carlson, M. (2017). Qualitative methods for law review writing. The
University of Chicago Law Review, 84, 213-238. Retrieved from
http://lawreview.uchicago.edu/
Lips-Wiersma, M., & Mills, A. J. (2014). Understanding the basic assumptions about
human nature in workplace spirituality: Beyond the critical versus positive divide.
Journal of Management Inquiry, 23, 148–161.
https://doi.org/10.1177/1056492613501227

143
Lishner, D. A. (2015). A concise set of core recommendations to improve the
dependability of psychological research. Review of General Psychology, 19, 52–
68. https://doi.org/10.1037/gpr0000028
Liu, J. T. (2016). The study of total quality management and job satisfaction in land
authority from north Taiwan. International Journal of Organizational Innovation,
8(4), 43–63. Retrieved from http://ijoi-online.org/
Ljungholm, D. P. (2015a). The practice of performance management in public sector
organizations. Geopolitics, History, and International Relations, 7, 190–196.
Retrieved from https://www.addletonacademicpublishers.com/contents-ghir
Ljungholm, D. P. (2015b). The impact of transparency in enhancing public sector
performance. Contemporary Readings in Law and Social Justice, 7, 172–178.
Retrieved from https://www.addletonacademicpublishers.com/contemporaryreadings-in-law-and-social-justice
Ljungholm, D. P. (2016). Sustainability implementation and organizational performance.
Review of Contemporary Philosophy, 15, 139–145. Retrieved from
https://www.addletonacademicpublishers.com/review-of-contemporaryphilosophy
Lo, L. Y.-S., Lin, S.-W., & Hsu, L.-Y. (2016). Motivation for online impulse buying: A
two-factor theory perspective. International Journal of Information Management,
36, 759–772. https://doi.org/10.1016/j.ijinfomgt.2016.04.012
Lucas, S. R. (2014). Beyond the existence proof: Ontological conditions, epistemological
implications, and in-depth interview research. Quality and Quantity, 48, 387–408.

144
https://doi.org/10.1007/s11135-012-9775-3
Lumadi, M. W. (2014). Exploring factors faced by teachers in curriculum
implementation. Mediterranean Journal of Social Sciences, 5(6), 171–178.
http://dx.doi.org/10.5901/mjss.2014.v5n6p171
Madhlangobe, L., Chikasha, J., Mafa, O., & Kurasha, P. (2014). Persistence,
perseverance, and success (PPS): A case study to describe motivational factors
that encourage Zimbabwe Open University ODL students to enroll, persist, and
graduate with master’s and doctorate credentials. Sage Open, 4(3), 1-15.
https://doi.org/10.1177/2158244014544291
Madison, K. M. (2016). The risks of using workplace wellness programs to foster a
culture of health. Health Affairs, 35, 2068–2074.
https://doi.org/10.1377/hlthaff.2016.0729
Magee, C. A., Caputi, P., & Lee, J. K. (2016). Distinct longitudinal patterns of
absenteeism and their antecedents in full-time Australian employees. Journal of
Occupational Health Psychology, 21, 24–36. https://doi.org/10.1037/a0039138
Magee, C. A., Gordon, R., Robinson, L., Caputi, P., & Oades, L. (2017). Workplace
bullying and absenteeism: The mediating roles of poor health and work
engagement. Human Resource Management Journal, 27, 319–334.
https://doi.org/10.1111/1748-8583.12156
Mahy, B., Rycx, F., & Volral, M. (2016). Are workers less absent when wage dispersion
is small? International Journal of Manpower, 37, 197–209.
https://doi.org/10.1108/IJM-01-2015-0004

145
Maki, K. E., Floyd, R. G., & Roberson, T. (2015). State learning disability eligibility
criteria: A comprehensive review. School Psychology Quarterly, 30, 457–469.
https://doi.org/10.1037/spq0000109.supp
Malterud, K., Siersma, V. D., & Guassora, A. D. (2016). Sample size in qualitative
interview studies: Guided by information power. Qualitative Health Research, 26,
1753–1760. https://doi.org/10.1177/1049732315617444
Marcella, J., & Kelly, M. L. (2015). “Death is part of the job” in long-term care homes:
Supporting direct care staff with their grief and bereavement. Sage Open, 5(1), 115. https://doi.org/10.1177/2158244015573912
Margarian, A. (2014). One bird in the hand . . . the local organization of surveys and
qualitative data. Forum: Qualitative Social Research, 15(3), 1-17.
http://dx.doi.org/10.17169/fqs-15.3.2160
Mariappanadar, S., & Kramar, R. (2014). Sustainable HRM: A synthesis effect of high
performance work systems on organisational performance and employee harm.
Asia-Pacific Journal of Business Administration, 6, 206–224.
https://doi.org/10.1108/APJBA-03-2014-0039
Marrone, S. R. (2015). Informed consent examined within the context of culturally
congruent care: An interprofessional perspective. Journal of Transcultural
Nursing, 24, 342–348. https://doi.org/10.1177/1043659615569537
Marshall, B., Cardon, P., Poddar, A., & Fontenot, R. (2013). Does sample size matter in
qualitative research?: A review of qualitative interviews in IS research. The
Journal of Computer Information Systems, 54(1), 11–22.

146
https://doi.org/10.1080/08874417.2013.11645667
Marzec, M. L., Scibelli, A., & Edington, D. (2015). Impact of changes in medical
condition burden index and stress on absenteeism among employees of a US
utility company. International Journal of Workplace Health Management, 8, 15–
33. https://doi.org/10.1108/IJWHM-09-2013-0035
Maslow, A. H. (1943a). A theory of human motivation. Psychological Review, 50, 370–
396. https://doi.org/10.1037/h0054346
Maslow, A. H. (1943b). The authoritarian character structure. The Journal of Social
Psychology, 18, 401–411. https://doi.org/10.1080/00224545.1943.9918794
Mathe, K., & Slevitch, L. (2013). An exploratory examination of supervisor undermining,
employee involvement climate, and the effects on customer perceptions of service
quality in quick-service restaurants. Journal of Hospitality & Tourism Research,
37, 29–50. https://doi.org/10.1177/1096348011413590
Mauceri, S. (2014). Mixed strategies for improving data quality: The contribution of
qualitative procedures to survey research. Quality and Quantity, 48, 2773–2790.
https://doi.org/10.1007/s11135-013-9923-4
Mayer, I. (2015). Qualitative research with a focus on qualitative data analysis.
International Journal of Sales, Retailing & Marketing, 4(9), 53–67. Retrieved
from http://ijsrm.com/IJSRM/Home.html
Mayfield, M., & Mayfield, J. (2016). The effects of leader motivating language use on
employee decision making. International Journal of Business Communication,
53, 465–484. https://doi.org/10.1177/2329488415572787

147
Mayoh, J., & Onwuegbuzie, A. J. (2014). Surveying the landscape of mixed methods
phenomenological research. International Journal of Multiple Research
Approaches, 8, 2–14. https://doi.org/10.5172/mra.2014.8.1.2
McDaniel, K. R., Ngala, F., & Leonard, K. M. (2015). Does competency matter?
Competency as a factor in workplace bullying. Journal of Managerial
Psychology, 30, 597–609. https://doi.org/10.1108/JMP-02-2013-0046
McGuire, C., Kristman, V. L., Shaw, W., Williams-Whit, K., Reguly, P., & Soklaridis, S.
(2015). Supervisor autonomy and considerate leadership style are associated with
supervisors’ likelihood to accommodate back injured workers. Journal of
Occupational Rehabilitation, 25, 589–598. https://doi.org/10.1007/s10926-0159567-4
McIntosh, M. J., & Morse, J. M. (2015). Situating and constructing diversity in semistructured interviews. Global Qualitative Nursing Research, 2, 1-12.
https://doi.org/10.1177/2333393615597674
Mikesell, L., Bromley, E., & Khodyakov, D. (2015). From subject to participant: Ethics
and the evolving role of community in health research. American Journal of
Public Health, 105, 900–908. https://doi.org/10.2105/AJPH.2014.302403
Milosevic, I., Bass, A. E., & Combs, G. M. (2015). The paradox of knowledge creation in
a high-reliability organization: A case study. Journal of Management, 44, 1174–
1201. https://doi.org/10.1177/0149206315599215
Miraglia, M., & Johns, G. (2016). Going to work ill: A meta-analysis of the correlates of
presenteeism and a dual-path model. Journal of Occupational Health Psychology,

148
21, 261–283. https://doi.org/10.1037/ocp0000015
Miraglia, M., & Kinman, G. (2017). The hidden costs of working when sick. The
Psychologist, 30(8), 36-40. Retrieved from https://thepsychologist.bps.org.uk/
Mohd, I. H., Shah, M. M., Anwar, N. A., & Mahzumi, N. (2016). Work-life balance: The
effect on absenteeism among employees in a Malaysian utility company.
International Journal of Economics and Financial Issues, 6(Suppl. 6), 154–157.
Retrieved from https://www.econjournals.com/index.php/ijefi
Mojtahed, R., Nunes, M. B., Martins, J. T., & Peng, A. (2014). Equipping the
constructivist researcher: The combined use of semi-structured interviews and
decision-making maps. Electronic Journal of Business Research Methods, 12, 87–
95. Retrieved from http://www.ejbrm.com
Moon, K., Brewer, T., Januchowski-Hartley, S., Adams, V., & Blackman, D. (2016). A
guideline to improve qualitative social science publishing in ecology and
conservation journals. Ecology and Society, 21(3), 1-17.
https://doi.org/10.5751/ES-08663-210317
Morrison, P., & Stomski, N. J. (2015). Embracing participation in mental health research:
Conducting authentic interviews. Qualitative Research Journal, 15, 47–60.
https://doi.org/10.1108/QRJ-05-2014-0021
Morse, A., & McEvoy, C. D. (2014). Qualitative research in sport management: Case
study as a methodological approach. The Qualitative Report, 19(31), 1-13.
Retrieved from https://nsuworks.nova.edu/tqr/
Morse, J. M. (2015). Critical analysis of strategies for determining rigor in qualitative

149
inquiry. Qualitative Health Research, 25, 1212–1222.
https://doi.org/10.1177/1049732315588501
Morton, A.-L., Rivers, C., Charters, S., & Spinks, W. (2013). Champagne purchasing:
The influence of kudos and sentimentality. Qualitative Market Research, 16, 150–
164. https://doi.org/10.1108/13522751311317567
Mousavifard, F., Kazemi, M., & Ayoubi, A. (2016). Employees’ productivity and
automated information system in telecommunication organization in Iran.
International Journal of Management, Accounting and Economics, 3, 211–221.
Retrieved from http://www.ijmae.com
Mtshelwane, D., Nel, J. A., & Brink, L. (2016). Impression management within the Zulu
culture: Exploring tactics in the work context. South African Journal of Industrial
Psychology, 42(1), 1-13. https://doi.org/10.4102/sajip.v42i1.1325
Mucci, N., Giorgi, G., Roncaioli, M., Perez, J. F., & Arcangeli, G. (2016). The
correlation between stress and economic crisis: A systematic review.
Neuropsychiatric Disease and Treatment, 12, 983–993.
https://doi.org/10.2147/NDT.S98525
Mukhopadhyay, S., & Gupta, R. K. (2014). Survey of qualitative research methodology
in strategy research and implication for indian researchers. Vision, 18, 109–123.
https://doi.org/10.1177/0972262914528437
Mulvaney, M. A. (2014). Leave programs/time off and work-stress family employee
benefits programs, organizational commitment, and self-efficacy among
municipal employees. Public Personnel Management, 43, 459–489.

150
https://doi.org/10.1177/0091026014529661
Namageyo-Funa, A., Rimando, M., Brace, A. M., Christiana, R. W., Fowles, T. L.,
Davis, T. L., . . . Sealy, D.-A. (2014). Recruitment in qualitative public health
research: Lessons learned during dissertation sample recruitment. The Qualitative
Report, 19(4), 1-17. Retrieved from https://nsuworks.nova.edu/tqr/
Nandkeolyar, A. K., Shaffer, J. A., Li, A., Ekkirala, S., & Bagger, J. (2014). Surviving an
abusive supervisor: The joint roles of conscientiousness and coping strategies.
Journal of Applied Psychology, 99, 138–150. https://doi.org/10.1037/a0034262
Nantsupawat, A., Kunaviktikul, W., Nantsupawat, R., Wichaikhum, O. A., Thienthong,
H., & Poghosyan, L. (2017). Effects of nurse work environment on job
dissatisfaction, burnout, intention to leave. International nursing review, 64(1),
91-98. http://doi.org/10.1111/inr.12342
National Restaurant Association. (n.d.). 2017 restaurant industry pocket factbook.
Retrieved from https://www.restaurant.org/Downloads/PDFs/NewsResearch/Pocket_Factbook_FEB_2017-FINAL.pdf
National Restaurant Association. (n.d.). State statistics. Retrieved from
http://www.restaurant.org/News-Research/Research/State-Statistics
Naumann, K., Bowden, J. L.-H., & Gabbott, M. (2017). Exploring customer engagement
valences in the social services. Asia Pacific Journal of Marketing and Logistics,
29, 890–912. https://doi.org/10.1108/APJML-08-2016-0144
Nelson, A. M. (2016). Methodology for examining attributes of African Americans in the
Department of Defense Senior Executive Service Corp. Journal of Economic

151
Development, Management, IT, Finance, and Marketing, 8(1), 48–68. Retrieved
from http://www.gsmi-ijgb.com
Newton, C., & Teo, S. (2014). Identification and occupational stress: A stress‐buffering
perspective. Human Resource Management, 53, 89–113.
https://doi.org/10.1002/hrm.21598
Nowrouzi, B., Lightfoot, N., Larivière, M., Carter, L., Rukholm, E., Schinke, R., &
Belanger-Gardner, D. (2015). Occupational stress management and burnout
interventions in nursing and their implications for healthy work environments: A
literature review. Workplace Health & Safety, 63, 308–315.
https://doi.org/10.1177/2165079915576931
NVivo (Version 11) [Computer software]. Cambridge, MA: QSR International.
O'Rourke, H.,M., Duggleby, W., & Fraser, K. D. (2015). Embedding the perceptions of
people with dementia into quantitative research design. Quality of Life Research,
24(5), 1145-1155. http://doi.org/10.1007/s11136-015-0967-x
Okan, T., & Akyüz, A. M. (2015). Exploring the relationship between ethical leadership
and job satisfaction with the mediating role of the level of loyalty to supervisor.
Business and Economics Research Journal, 6(4), 155–177. Retrieved from
https://www.berjournal.com/
Olive, K., & Cangemi, J. (2015). Workplace bullies: Why they are successful and what
can be done about it? Organization Development Journal, 33(2), 19–31.
Retrieved from http://www.odnetwork.org/
Olson, J. D., McAllister, C., Grinnell, L. D., Gehrke Walters, K., & Appunn, F. (2016).

152
Applying constant comparative method with multiple investigators and intercoder reliability. The Qualitative Report, 21(1), 26–42. Retrieved from
https://nsuworks.nova.edu/tqr/
Omotayo, O. A., Falola, OH. O., Akinbode, J., & Adeniji, A. A. (2015). An assessment
of workplace deviant behaviours and its implication on organisational
performance in a growing economy. Journal of Organizational Psychology, 15,
90–100. Retrieved from http://www.na-businesspress.com/jopopen.html
Onikoyi, I., A., Awolusi, O. D., & Ayodeji, B. M. (2015). Effect of absenteeism on
corporate performance: A case study of Cadbury Nigeria PLC, Ikeja, Lagos State,
Nigeria. British Journal of Marketing Studies, 3(2), 58–71. Retrieved from
https://www.eajournals.org/journals/british-journal-of-marketing-studies-bjms/
Osabiya, B. J. (2015). The effect of employees’ motivation on organizational
performance. Journal of Public Administration and Policy Research, 7, 62–75.
https://doi.org/10.5897/JPAPR2014.0300
Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., & Hoagwood, K.
(2015). Purposeful sampling for qualitative data collection and analysis in mixed
method implementation research. Administration and Policy in Mental Health and
Mental Health Services Research, 42, 533–544. https://doi.org/10.1007/s10488013-0528-y
Parijat, P., & Bagga, S. (2014). Victor Vroom’s expectancy theory of motivation—An
evaluation. International Research Journal of Business and Management, 7(9), 1–
8. Retrieved from http://irjbm.org/

153
Paull, C. W., & Geneste, L. (2014). Exploring gender-related perceptions of SME
success. International Journal of Gender and Entrepreneurship, 6, 15–27.
https://doi.org/10.1108/IJGE-04-2013-0038
Paulo, R. M., Albuquerque, P. B., Saraiva, M., & Bull, R. (2015). The enhanced
cognitive interview: Testing appropriateness perception, memory capacity and
error estimate relation with report quality. Applied Cognitive Psychology, 29,
536–543. https://doi.org/10.1002/acp.3132
Phillips, R. G., & Stein, J. M. (2013). An indicator framework for linking historic
preservation and community economic development. Social Indicators Research,
113, 1–15. https://doi.org/10.1007/s11205-011-9833-6
Pillay, P., & Mafini, C. (2017). Supply chain bottlenecks in the South African
construction industry: Qualitative insights. Journal of Transport and Supply
Chain Management, 11, 1-12. https://doi.org/10.4102/jtscm.v11i0.307
Pizam, A., & Thornburg, S. W. (2000). Absenteeism and voluntary turnover in central
Florida hotels: A pilot study. International Journal of Hospitality Management,
19, 211–217. https://doi.org/10.1016/S0278-4319(00)00011-6
Pohling, R., Buruck, G., Jungbauer, K.-L., & Leiter, M. P. (2016). Work-related factors
of presenteeism: The mediating role of mental and physical health. Journal of
Occupational Health Psychology, 21, 220–234. https://doi.org/10.1037/
a0039670
Pompeii, B. (2015). The use of public radio as a tool in qualitative geographic research.
GeoJournal, 80, 791–802. https://doi.org/10.1007/s10708-015-9647-1

154
Pooe, D. R. I., Mafini, C. M., & Makhubele, D. T. (2015). Investigating municipal
procurement challenges in South Africa: A qualitative study. The International
Business & Economics Research Journal, 14, 67–78.
https://doi.org/10.19030/iber.v14i1.9033
Pouramini, Z., & Fayyazi, M. (2015). The relationship between positive organizational
behavior with job satisfaction, organizational citizenship behavior, and employee
engagement. International Business Research, 8(9), 57–66.
https://doi.org/10.5539/ibr.v8n9p57
Powers, J., & Kocakülâh, M. C. (2015). Cost saving strategy and wellness programs
featuring decision tree, utility and analytical hierarchy analysis. Global Business
& Finance Review, 20, 105–122. https://doi.org/10.17549/gbfr.2015.20.2.105
Prasad, B., & Junni, P. (2016). CEO transformational and transactional leadership and
organizational innovation: The moderating role of environmental dynamism.
Management Decision, 54, 1542–1568. https://doi.org/10.1108/MD-11-20140651
Priesemuth, M., Schminke, M., Ambrose, M. L., & Folger, R. (2014). Abusive
supervision climate: A multiple-mediation model of its impact on group
outcomes. Academy of Management Journal, 57, 1513–1534.
https://doi.org/10.5465/amj.2011.0237
Probst, B. (2016). Both/and: Researcher as participant in qualitative inquiry. Qualitative
Research Journal, 16, 85–102. https://doi.org/10.1108/QRJ-06-2015-0038
Prottas, D. J. (2013). Relationships among employee perception of their manager’s

155
behavioral integrity, moral distress, and employee attitudes and well-being.
Journal of Business Ethics, 113, 51–60. https://doi.org/10.1007/s10551-012-1280z
Pulakos, E. D., Hanson, R. M., Arad, S., & Moye, N. (2015). Performance management
can be fixed: An on-the-job experiential learning approach for complex behavior
change. Industrial and Organizational Psychology, 8, 51–76.
https://doi.org/10.1017/iop.2014.2
Qian, J., Song, B., & Wang, B. (2017). Abusive supervision and job dissatisfaction: The
moderating effects of feedback avoidance and critical thinking. Frontiers in
Psychology, 8, 1–10. https://doi.org/10.3389/fpsyg.2017.00496
Qu, S. Q., & Dumay, J. (2011). The qualitative research interview. Qualitative Research
in Accounting & Management, 8, 238–264. https://doi.org/10.1108/
11766091111162070
Raich, M., Müller, J., & Abfalter, D. (2014). Hybrid analysis of textual data: Grounding
managerial decisions on intertwined qualitative and quantitative analysis.
Management Decision, 52, 737–754. https://doi.org/10.1108/MD-03-2012-0247
Ramadhan, A. P., & Santoso, D. (2015). Health workers absenteeism: Indonesia urban
public health centres. Journal of Public Health, 23(3), 165-173.
http://doi.org/10.1007/s10389-015-0667-6
Ramsay, C. M., & Oguledo, V. I. (2015). Optimal disability insurance with moral
hazards: Absenteeism, presenteeism, and shirking. North American Actuarial
Journal, 19, 143–173. https://doi.org/10.1080/10920277.2015.1017110

156
Rhodes, J., Bergstrom, B., Lok, P., & Cheng, V. (2014). A framework for stakeholder
engagement and sustainable development in MNCs. Journal of Global
Responsibility, 5, 82–103. https://doi.org/10.1108/JGR-02-2014-0004
Richardson, R. E., Joiner, S., & Hall, R. (2016). The status of workplace bullying in
federal court cases. Academy of Business Research Journal, 1(1), 117–131.
Retrieved from https://www.aobronline.com/abrj
Rimando, M., Brace, A. M., Namageyo-Funa, A., Parr, T. L., Sealy, D.-A., Davis, T. L., .
. . Christiana, R. W. (2015). Data collection challenges and recommendations for
early career researchers. The Qualitative Report, 20, 2025–2036. Retrieved from
https://nsuworks.nova.edu/tqr/
Robinson, O. C. (2014). Sampling in interview-based qualitative research: A theoretical
and practical guide. Qualitative Research in Psychology, 11, 25–41.
https://doi.org/10.1080/14780887.2013.801543
Ross, A., & Athanassoulis, N. (2014). The role of research ethics committees in making
decisions about risk. HEC Forum, 26, 203–224. https://doi.org/10.1007/s10730014-9244-6
Rost, K. M., Meng, H., & Xu, S. (2014). Work productivity loss from depression:
Evidence from an employer survey. BMC Health Services Research, 14, 597–610
https://doi.org/10.1186/s12913-014-0597-y
Roy, K., Zvonkovic, A., Goldberg, A., Sharp, E., & LaRossa, R. (2015). Sampling
richness and qualitative integrity: Challenges for research with families. Journal
of Marriage and Family, 77, 243–260. https://doi.org/10.1111/jomf.12147

157
Salvador, J. T. (2016). Exploring quantitative and qualitative methodologies: A guide to
novice nursing researchers. European Scientific Journal, 12, 107–122.
http://dx.doi.org/10.19044/esj.2016.v12n18p107
Sandal, C. L., Click, E. R., Dowling, D. A., & Guzik, A. (2014). The decision-making
process of workers in using sick time. Workplace Health & Safety, 62, 318–324.
https://doi.org/10.1177/216507991406200802
Sarfaraz, A., Jenab, K., & Bowker, A. (2015). A view of development in management for
increasing profitability in the corporate landscape. Benchmarking, 22, 120–134.
https://doi.org/10.1108/BIJ-09-2012-0058
Sarma, S. K. (2015). Qualitative research: Examining the misconceptions. South Asian
Journal of Management, 22(3), 176–191. Retrieved from http://www.sajmamdisa.org/
Sato, H. (2016). Generalization is everything, or is it? Effectiveness of case study
research for theory construction. Annals of Business Administrative Science, 15,
49–58. https://doi.org/10.7880/abas.0151203a
Schaarschmidt, M. (2016). Frontline employees’ participation in service innovation
implementation: The role of perceived external reputation. European
Management Journal, 34, 540–549. https://doi.org/10.1016/j.emj.2016.02.005
Schrems, B. M. (2014). Informed consent, vulnerability and the risks of group-specific
attribution. Nursing Ethics, 21, 829–843.
https://doi.org/10.1177/0969733013518448
Sdrali, D., Goussia-Rizou, M., Giannouli, P., & Makris, K. (2016). What motivates

158
employees to engage in the social economy sector? A case study of greek
cooperative enterprises. International Journal of Social Economics, 43, 1334–
1350. https://doi.org/10.1108/IJSE-10-2014-0212
Seitz, S. (2016). Pixilated partnerships, overcoming obstacles in qualitative interviews via
Skype: A research note. Qualitative Research, 16, 229-235.
https://doi.org/10.1177/1468794115577011
Sekine, M., Tatsuse, T., Cable, N., Chandola, T., & Marmot, M. (2014). Socioeconomic
and gender inequalities in job dissatisfaction among Japanese civil servants: The
roles of work, family and personality characteristics. Industrial Health, 52, 498511. http://doi.org/10.2486/indhealth.2014-0068
Shen-Miller, D. S., Forrest, L., & Burt, M. (2012). Contextual influences on faculty
diversity conceptualizations when working with trainee competence problems.
The Counseling Psychologist, 40, 1181–1219.
https://doi.org/10.1177/0011000011431832
Shore, N., Ford, A., Wat, E., Brayboy, M., Isaacs, M.-L., Park, A., . . . Seifer, S. D.
(2015). Community-based review of research across diverse community contexts:
Key characteristics, critical issues, and future directions. American Journal of
Public Health, 105, 1294–1301. https://doi.org/10.2105/AJPH.2015.302588
Shove, E. (2010). Beyond the ABC: Climate change policy and theories of social change.
Environment and Planning A, 42, 1273–1285. https://doi.org/10.1068/a42282

159
Silpa, N., & Masthanamma, B. (2015). A study on symptoms and preventions of
employee absenteeism. International Journal of Scientific and Research
Publications, 5(6), 1–4. Retrieved from http://www.ijsrp.org
Singh, A. S. (2014). Conducting case study research in non-profit organisations.
Qualitative Market Research: An International Journal, 17, 77–84.
https://doi.org/10.1108/QMR-04-2013-0024
Smith, N. A., Sabat, I. E., Martinez, L. R., Weaver, K., & Xu, S. (2015). A convenient
solution: Using MTurk to sample from hard-to-reach populations. Industrial and
Organizational Psychology, 8, 220–228. https://doi.org/10.1017/iop.2015.29
Sotiriadou, P., Brouwers, J., & Le, T. A. (2014). Choosing a qualitative data analysis
tool: A comparison of NVivo and Leximancer. Annals of Leisure Research, 17,
218–234. https://doi.org/10.1080/11745398.2014.902292
Southgate, E., & Shying, K. (2014). Researchers as dirty workers: Cautionary tales on
insider-outsider dynamics. Qualitative Research in Organizations and
Management, 9, 223–240. https://doi.org/10.1108/QROM-01-2013-1129
Ssali, A., Poland, F., & Seeley, J. (2016). Exploring informed consent in HIV clinical
trials: A case study in Uganda. Heliyon, 2(11), 1-26.
http://doi.org/10.1016/j.heliyon.2016.e00796
Starr, M. A. (2014). Qualitative and mixed-methods research in economics: Surprising
growth, promising future. Journal of Economic Surveys, 28, 238–264.
https://doi.org/10.1111/joes.12004

160
Strömberg, C., Aboagye, E., Hagberg, J., Bergström, G., & Lohela-Karlsson, M. (2017).
Estimating the effect and economic impact of absenteeism, presenteeism, and
work environment–related problems on reductions in productivity from a
managerial perspective. Value in Health, 20, 1058-1064.
https://doi.org/10.1016/j.jval.2017.05.008
Sümen, Ö. Ö., & Çalışıcı, H. (2016). Pre-service teachers’ mind maps and opinions on
STEM education implemented in an environmental literacy course. Educational
Sciences: Theory & Practice, 16, 459-476.
http://doi.org/10.12738/estp.2016.2.0166
Summerton, N., & Mayor, J. (2015). Driving a wellbeing agenda. Occupational Health &
Wellbeing, 67(9), 18–19. Retrieved from https://www.personneltoday.com/
occupational-health-and-wellbeing/
Sutanto, E. M., & Kurniawan, M. (2016). The impact of recruitment, employee retention
and labor relations to employee performance in batik industry in solo city,
Indonesia. International Journal of Business and Society, 17, 375–390. Retrieved
from http://www.ijbs.umimas.my
Suter, W. N., & Suter, P.M. (2017). Institutional review boards evaluate good science:
Template for success. Home Health Care Management & Practice, 29, 121–125.
https://doi.org/10.1177/1084822316674454
Taneja, S., Sewell, S. S., & Odom, R. Y. (2015). A culture of employee engagement: A
strategic perspective for global managers. Journal of Business Strategy, 36(3),
46–56. https://doi.org/10.1108/JBS-06-2014-0062

161
Thibodeaux, A. K., Labat, M. B., Lee, D. E., & Labat, C. A. (2015). The effects of
leadership and high-stakes testing on teacher retention. Academy of Educational
Leadership Journal, 19, 227–249. Retrieved from
https://www.alliedacademies.org/academy-of-educational-leadership-journal/
Tobe, E., Ames, B. D., & Carolan, M. (2016). Looking back: The experiences of four
Midwest families after receiving foreclosure counseling services. Journal of
Family and Economic Issues, 37, 383–394. https://doi.org/10.1007/s10834-0169495-2
Tromp, B. (2015, February 1). Boost your bottom line with better health. Accountancy
SA, 26–27. Retrieved from http://www.accountancysa.org.za/analysis-boost-yourbottom-line-with-better-health/
Tung, V. W. S., Chen, P. J., & Schuckert, M. (2017). Managing customer citizenship
behaviour: The moderating roles of employee responsiveness and organizational
reassurance. Tourism Management, 59, 23–35.
https://doi.org/10.1016/j.tourman.2016.07.010
Turner, J. R., & Danks, S. (2014). Case study research: A valuable learning tool for
performance improvement professionals. Performance Improvement, 53(4), 24–
31. https://doi.org/10.1002/pfi.21406
Twining, P., Heller, R. S., Nussbaum, M., & Tsai, C. C. (2017). Some guidance on
conducting and reporting qualitative studies. Computers & Education, 105, A1A9. https://doi.org/10.1016/j.compedu.2016.12.002

162
Ukandu, N. E., & Ukpere, W. I. (2014). Factors Impacting Job Satisfaction of Employees
in the Fast Food Industry in Cape Town. Mediterranean Journal of Social
Sciences, 5(3), 51-60. http://doi.org/10.5901/mjss.2014.v5n3p51
U.S. Department of Health and Human Services. (1979). The Belmont report. Retrieved
from https://www.hhs.gov/ohrp/regulations-and-policy/belmont-report/index.html
Urhuogo, I., Addo, A., & Williams, D. (2014). The influence of information systems
security on job performance: A proposed research topic. Journal of Business
Studies Quarterly, 6(1), 191–204. Retrieved from http://jbsq.org/
Valaei, N., & Rezaei, S. (2016). Job satisfaction and organizational commitment: An
empirical investigation among ICT-SMEs. Management Research Review, 39,
1663–1694. https://doi.org/10.1108/MRR-09-2015-0216
Van der Merwe, M. M. R., & Nienaber, H. (2015). Factors hindering strategy
implementation as perceived by top, middle and frontline managers in South
African electronics organization. Journal of Global Business and Technology,
11(2), 45–57. Retrieved from http://gbata.org/journal-of-global-business-andtechnology-jgbat/publications/
Van Dierendonck, D., & Driehuizen, S. (2015). Leader’s intention to support followers’
self-worth. Leadership & Organization Development Journal, 36, 102–119.
https://doi.org/10.1108/LODJ-01-2013-0003
Van Dijk, J. F. M., Vervoort, S. C. J. M., van Wijk, A. J. M., Kalkman, C. J., &
Schuurmans, M. J. (2016). Postoperative patients’ perspectives on rating pain: A
qualitative study. International Journal of Nursing, 53, 260–269.

163
https://doi.org/10.1016/j.ijnurstu.2015.08.007
Van Wijk, E. (2014). Recruitment and retention of vulnerable populations: Lessons
learned from a longitudinal qualitative study. The Qualitative Report, 19(28), 121. Retrieved from: https://nsuworks.nova.edu/tqr/
VanScoy, A., & Evenstad, S. B. (2015). Interpretative phenomenological analysis for LIS
research. Journal of Documentation, 71, 338–357. https://doi.org/10.1108/JD-092013-0118
VanWormer, J. J., Boucher, J. L., & Sidebottom, A. C. (2015). Two-year impact of
lifestyle changes on workplace productivity loss in the Heart of New Ulm Project.
Occupational & Environmental Medicine, 72, 460–462.
https://doi.org/10.1136/oemed-2014-102620
Venkatesh, V., Brown, S. A., & Bala, H. (2013). Bridging the qualitative-quantitative
divide: Guidelines for conducting mixed method research in information systems.
MIS Quarterly, 37, 21–54. https://dx.doi.org/10.25300/misq/2013/37.1.02
Vij, R. (2014). A study of workplace stress and the stifling productivity of teaching
faculty of B-schools of national capital region of Delhi. Drishtikon: A
Management Journal, 5(2), 85–97. Retrieved from
http://www.publishingindia.com/drishtikon/
Vroom, V. H. (1964). Work and motivation. New York, NY: Wiley.
Wadsworth, L. L., & Facer, R. L. (2016). Work-family balance and alternative work
schedules: Exploring the impact of 4-day workweeks on state employees. Public
Personnel Management, 45, 382–404. https://doi.org/10.1177/0091026016678856

164
Wahyuni, D. (2012). The research design maze: Understanding paradigms, cases,
methods and methodologies. Journal of Applied Management Accounting
Research, 10(1), 69–80. Retrieved from https://maaw.info/JAMAR.htm
Wallace, M., & Sheldon, N. (2015). Business research ethics: Participant observer
perspectives. Journal of Business Ethics, 128, 267–277.
https://doi.org/10.1007/s10551-014-2102-2
Waller, T. C., Hockin, R. J., & Smith, G. S. (2017). Marketing strategies of mobile game
application entrepreneurs. International Journal of Applied Management and
Technology, 16, 1–14. https://doi.org/10.5590/IJAMT.2017.16.1.01
Wang, J., & Reid, F. (2015). The impact of work hours discrepancy on employee
absence. International Journal of Manpower, 36, 668–693.
https://doi.org/10.1108/IJM-05-2013-0120
Webster, M. (2016). Challenging workplace bullying: The role of social work leadership
integrity. Ethics and Social Welfare, 10, 316–332.
https://doi.org/10.1080/17496535.2016.1155633
Welsh, J. A., Nelson, J. M., Walsh, S., Sealer, H., Palmer, W., & Vos, M. B. (2014).
Brief training in patient-centered counseling for healthy weight management
increases counseling self-efficacy and goal setting among pediatric primary care
providers: Results of a pilot program. Clinical Pediatrics, 54, 425–429.
https://doi.org/10.1177/0009922814553432
Whitman, M. V., Halbesleben, J. R. B., & Holmes, O., IV. (2014). Abusive supervision
and feedback avoidance: The mediating role of emotional exhaustion. Journal of

165
Organizational Behavior, 35, 38–53. https://doi.org/10.1002/job.1852
Whyman, P. B., & Petrescu, A. I. (2014). Workforce nationality composition and
workplace flexibility in Britain. International Journal of Manpower, 35, 776–797.
https://doi.org/10.1108/IJM-06-2013-0133
Worsfold, K., Fisher, R., McPhail, R., Francis, M., & Thomas, A. (2016). Satisfaction,
value and intention to return in hotels. International Journal of Contemporary
Hospitality Management, 28, 2570-2588. http://doi.org/10.1108/IJCHM-04-20150195
Yao, Y.-H., Fan, Y.-Y., Guo, Y.-X., & Li, Y. (2014). Leadership, work stress and
employee behavior. Chinese Management Studies, 8, 109–126.
https://doi.org/10.1108/cms-04-2014-0089
Yilmaz, K. (2013). Comparison of quantitative and qualitative research traditions:
Epistemological, theoretical, and methodological differences. European Journal
of Education, 48, 311–325. https://doi.org/10.1111/ejed.12014
Yin, R. K. (2014). Case study research: Design and methods (5th ed.). Thousand Oaks,
CA: Sage.
Yu, H., Abdullah, A., & Saat, R. M. (2014). Overcoming time and ethical constraints in
the qualitative data collection process: A case of information literacy research.
Journal of Librarianship and Information Science, 46, 243–257.
https://doi.org/10.1177/0961000614526610
Zhang, W., Sun, H., Woodcock, S., & Anis, A. H. (2017). Valuing productivity loss due
to absenteeism: Firm-level evidence from a Canadian linked employer-employee

166
survey. Health Economics Review, 7, 1-14. https://doi.org/10.1186/s13561-0160138-y
Ziakas, V., & Boukas, N. (2014). Contextualizing phenomenology in event management
research: Deciphering the meaning of event experiences. International Journal of
Event and Festival Management, 5, 56–73. https://doi.org/10.1108/IJEFM-082012-0023
Zula, K. (2014). Workplace wellness programs: A comparison between best practice
guidelines and implementation. Journal of Applied Business Research, 30, 783–
792. https://dx.doi.org/10.19030/jabr.v30i3.8564

167
Appendix A: Interview Questions
Interview Questions (Restaurant Managers)
1. As a restaurant manager, what role do you play in reducing employee absenteeism?
2. Who else is involved in reducing employee absenteeism?
3. What strategies have you used to reduce absenteeism in your organization?
4. How did employees respond to those strategies?
5. What methods or techniques for implementing the strategies were most effective in
reducing absenteeism?
6. What are some of the benefits of implementing absenteeism reduction strategies?
7. What barriers did you encounter in implementing the absenteeism strategies?
8. What steps did you take to address the barriers?
9. Which strategies were least effective in reducing employee absenteeism?
10. What other information regarding employee absenteeism would you like to share that
we have not addresses yet?
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Appendix B: Interview Protocol
Interview Title: “Restaurant Managers’ Effective Leadership Strategies to Reduce
Employee Absenteeism.” This study is being conducted to explore the restaurant
managers’ role in implementing effective strategies to reduce employee absenteeism, and
how absenteeism impacts their company.
What I will do

What I will say—Included in script



Suggest coffee (beverage) or Script: Are you hungry or need a beverage before we
begin with the interview?
a snack



Introduce myself

Script: Hello, I am Dawn Johnson-Tate,
doctoral student at Walden University. I want
to thank you for agreeing to participate in the
study on employee absenteeism. Your input is
appreciated and valuable to the study.



Review informed
consent form

Script: I want to review the consent form you
signed and provide you the opportunity to ask
any follow-up questions.
Thank you for agreeing to participate in the
research study.
Here is your signed copy of the consent form.



Provide again a brief
overview of the
research study on
employee absenteeism
and why this study is
important

Script: I want to provide you with a brief background
on employee absenteeism and why this study is
important. Evaluating your absenteeism strategies
practices will enable me to compare your program
and provide valuable strategies other restaurants can
use to reduce employee absenteeism and increase
productivity. I want to remind you that the interview
will be confidential. A coding system will ensure
confidentiality of the identity of the restaurant and the
participants.



Request permission to
record the session
Turn on audio recorder

Script: I will turn on the audio recorder now and I
will start by noting the date, time, and location of the
interview. Remember, you can ask me to turn off the
recorder at any time.
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What I will do


What I will say—Included in script

Provide each
participant the time
to fully answer each
interview question in
detail
Pose additional
follow-up questions
directly after each
question, if
necessary, to probe
for more details.
Remember to watch
body language,
Ask the questions
clearly and
concisely.
Follow up on key
terminology,
Use active listening
skills

Script: I will now begin asking you the interview
questions.



Ask additional questions

Script: Do you have any questions for me?



Discuss transcript review

Script: Following the interview, I will
summarize my interpretations of the interview
data to confirm accuracy. I will send you the
transcribed data. If you find errors or
miscommunication, please contact me
immediately. This review will provide both of
us with the opportunity to make corrections or
clarifications to the data and assist with ensuring
the reliability and validity of the data.



Turn off the recorder

Script: I am now turning off the recorder.



Close the interview and
thank the participant

Script: Thank you for participating in this research
study on employee absenteeism. I will be sending you
a transcript soon, and will contact you to schedule a
follow-up meeting.








1. What role do you play in reducing employee
absenteeism?
2. Who else is involved with reducing employee
absenteeism?
3. What strategies have you used to reduce
absenteeism in your organization?
4. How did employees respond to those strategies?
5. What methods or techniques for implementing the
strategies were most effective in reducing
absenteeism?
6. What are some of the benefits of implementing
absenteeism reduction strategies?
7. What barriers did you encounter in implementing
the absenteeism strategies?
8. What steps did you take to address the barriers?
9. Which strategies were least effective in reducing
employee absenteeism?
10. What other information regarding employee
absenteeism would you like to share that we have
not addresses yet?
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Appendix C: Organizational Permission
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Appendix D: NIH Certificate of Completion

